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Speed up the pace 
of reform argues 
Cedefop policy 
report 
The strategic goal set by the European Council, 
at Lisbon in March 2000, to make Europe 
the most competitive and dynamic knowledge-
based economy in the world with more and 
better jobs and greater social cohesion by 
2010 is achievable. However, it requires giving 
greater urgency to the reforms of education 
and training underway in Member States, 
which are still tackling problems identified 
in the early 1990s. 
This is the central message of 'Learning for 
employment', Cedefop's second report on 
European vocational education and training 
policy. 
The European Council placed education and 
training at the heart of the plan to achieve 
the EU's strategic goal. Numerous initiatives, 
(memoranda, communications, action plans, 
etc.) concerning vocational education and 
training have followed. The report brings 
them together to show how they make a 
comprehensive policy for the reform of both 
the content and organisation of vocational 
education and training systems. How the 
social partners are contributing to this process 
through the social dialogue at European level 
and in Member States is a central feature of 
the report. 
The report looks at the situation in the Member 
States in the light of the employment rate 
targets and benchmarks for education and 
training agreed as part of the Lisbon strategy. 
These include the numbers of early school-
leavers, levels of educational attainment for 
22 year olds, increasing graduates in 
mathematics, science and technology, and 
Continued on page 2 
Comparable 
vocational training 
qualifications in 
Germany and France 
Germany and France reached an agreement 
on the comparability of vocational training 
qualifications at the Franco-German summit 
on 18 September 2003 in Berlin. The two coun-
tries signed a joint declaration on the trans-
parency and comparability of a total of 40 vo-
cational training qualifications. The profiles, 
ranging from car mechanic to roofer, are so 
informative that the relevant qualifications can 
be immediately identified by both German 
and French firms. 'This is a decisive step to sup-
port the mobility of young people between 
Continued on page 20 
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The Czech Republic 
Human resource development 
as national value 
By adopting a national strategy and 
establishing a national and regional councils, 
the Czech government has put human 
resource development high on its political 
agenda. 
The considerable changes in Czech society 
in recent years call for a new approach to 
human capital. The long-term ailments cannot 
be redressed with limited resources over a 
short period of time, without a strategic 
approach to the enormously complex issue 
of human resource development (HRD). 
Hence, in spring 2003, the Czech government 
adopted a national strategy for human resource 
development. The idea is to create a co-
ordinated, transversal human resources 
platform which will interlink the issues of 
employment, vocational education and 
training, skills and entrepreneurship. The 
Rada vlády pro rozvoj lidskych zdrojrj (National 
Council for Human Resources Development, 
established by Government Decision No. 210 
of 3 March 2003) will be the coordinating 
body. The Council, chaired by a member 
of the government, has 27 members 
representing the state administration, the 
autonomous regional governments, employers' 
organisations and trade unions. 
The national council will be responsible for 
a variety of tasks, such as formulating national 
HRD policies and priorities and co-ordinating 
the relevant policies of the different ministries, 
economic sectors and industries. To initiate 
targeted investment in HRD is a major concern. 
This requires a legislative framework and the 
development and promotion of fiscal incentives. 
To implement the national HRD priorities, 
the council will need to devise a number 
of accompanying measures. Launching new 
regulations, incentives or programmes as 
such cannot guarantee success. The council 
will also have to ensure monitoring and 
evaluation. 
In view of regional HRD activities, it will be 
important to coordinate national and regional 
priorities, to aim at synergy between the 
different measures and to pursue the 
convergence of national and regional objectives. 
The council will promote lifelong learning, 
advocate the "learning organisations" idea 
and initiate and support research and 
development, particularly in the area of 
continuing education and training. All key 
partners will receive information and 
methodological assistance. 
Strategic HRD management methods are 
also being developed at regional level - in 
compliance with Law no. 129/2000 Coll. 
on regions. Of the 14 regions, several have 
already established their HRD councils while 
others are being developed. The activities 
of the regional HRD council normally come 
under the responsibility of the vice president 
of the region in charge of education. Members 
include, in addition to representatives of 
the regional office, top managers of large 
companies and senior officials of universities, 
representatives of trade unions, non-
govermental organisations (NGOs) and 
labour offices in the region. 
The regional councils are involved in the 
development of HRD policies and regulations 
within their regions. Their key responsibilities 
include organising surveys on existing, and 
forecasting in future, demand for skilled 
labour, and initiating the relevant changes 
in vocational education and training 
programmes in their region. While the 
regional councils will act autonomously, 
Continued on page 6 
European Training Foundation 
Challenges in education and training 
in the acceding and candidate countries 
The European Training Foundation (ETF) has 
published a report (') on 13 years of cooper-
ation and reforms in vocational education and 
training (VET) in the acceding and candidate 
countries. The report assesses the situation of 
these countries in the field of VET in the broad-
er context of lifelong learning. It identifies the 
strengths and weaknesses of the systems, the 
gaps in comparison with standards in EU Mem-
ber States and, more specifically, the cohesion 
countries (Greece, Portugal and Spain). It al-
so considers the trends and challenges faced 
at the moment of accession. 
This forward looking report examines these 
gaps, trends and challenges in the perspec-
tive of the "Lisbon" objectives and in par-
ticular the EU benchmarks set up in the frame-
work of EU education and employment poli-
cies. It puts the responsibility for active par-
ticipation in the Copenhagen VET process 
in the hands of the acceding and candidate 
countries. This is extended to the work pro-
gramme on the concrete objectives for ed-
ucation and the full implementation of the 
EU employment strategy. It also places re-
sponsibility on the European Union to help 
the countries in these endeavours. 
The report looks back, providing an analysis 
of the main driving forces behind the edu-
Continued on page 2 
United Kingdom 
Skills strategy white 
paper "21st Century 
Skills - Realising Our 
Potential" 
In July 2003, the United Kingdom govern-
ment published a white paper(') setting out 
its strategy for developing skills for the UK's 
labour market until 2010. Though the docu-
ment has implications for the whole of the 
UK, its main emphasis is on developing skills 
in England. The devolved administrations in 
Scotland, Wales and Northern Ireland are each 
responsible for developing their own approach. 
The white paper recognises the importance 
of the economic reform agenda agreed in 
Lisbon in 2000 and emphasises the impor-
tance of working with European partners in 
tackling the challenges of skills and mobili-
ty, and the need to identify best practice and 
share experiences. 
The analysis of the challenges that the UK 
must face to achieve the Lisbon goals is forth-
right. The white paper sums up the current 
position stating that the UK has strengths in 
the way that skills, learning and qualifica-
tions are developed. For example, young 
people compare well internationally in their 
literacy, numeracy and science skills; the UK 
is as successful at developing highly skilled 
graduates as the best in the world; there is 
a rich range of opportunities for adult learn-
ing. The UK has a flexible labour market and 
low levels of unemployment. 
Nevertheless, skill gaps remain stubbornly 
persistent. The percentage of the UK work-
force qualified to intermediate skill levels (ap-
prenticeship, skilled craft and technician lev-
el) is low: 28% compared with 51 % in France 
and 65% in Germany. Output per hour worked 
is around 25% higher in the US and Ger-
many and over 30% higher in France, than 
in the UK. 
In particular, skill gaps in the UK still need to 
be tackled in: 
• basic skills for employability, including 
literacy, numeracy and use of IT, 
• intermediate skills at apprenticeship, 
technician, higher craft and associate 
professional level, 
• mathematics, 
• management and leadership. 
To tackle these issues and to meet the ob-
jectives set, the government identifies five 
key arenas for action: 
• put employers' needs for skills centre 
stage; 
• raise ambition of both employers and 
employees in the demand for skills; 
• motivate and support people to re-engage 
in learning; 
Continued on page 10 , 
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Cedefop has a full agenda for 2004 
Cedefop has set itself an ambitious work 
programme for the coming year. The 2004 
work programme is to be seen in the light 
of the medium-term priorities 2003-06 with 
the overarching objective of promoting a 
European area of lifelong learning in an en-
larged European Union. In close coopera-
tion with the Commission and the 2004 
presidency countries, Ireland and the Nether-
lands, Cedefop will support enhanced co-
operation in VET and the so-called objec-
tives process, up to 2010 through a range 
of activities: publishing the outcomes of its 
own research, supporting networks of rel-
evant players and agencies, participating in 
the specialist working groups set up by the 
Commission or lending support to initiatives 
of the social partners. The implementation 
of the 2004 work programme will be as-
sessed on the basis of built-in performance 
indicators. 
As in previous years, the focus of the 2004 
work programme is clearly the further ex-
pansion of Cedefop's electronic services. The 
greatest challenge the Centre has set itself 
is to consolidate and expand the knowledge 
management system (KMS), a comprehen-
sive web-based information service inte-
grating existing data and new data from 
ReferNet and other sources (see also arti-
cle on p. 2). The KMS is to be cross-classi-
fied by a number of themes and will provide 
comparable cross-country information. Many 
projects, such as the Cedra research plat-
form and the Training of Trainers Network 
(TTnet), will be more closely connected to 
the KMS in the future. The short descriptions 
of national VET systems, of the rotating pres-
idency countries, published in hard copy 
form, are now also to feature as products of 
the KMS. Descriptions for Ireland and the 
Netherlands are therefore planned in 2004. 
In 2004 the network of virtual communities 
will be further expanded. These cooperative 
communities will support enhanced coop-
eration in VET in the wake of the Copen-
hagen and Bruges process, by working on 
specific themes (e.g. eLearning, lifelong learn-
ing) and bringing together groups of stake-
holders with similar interests (e.g. a virtual 
Young VET Researchers platform). These 
communities could also be moderated by 
external partners. 
In the field of electronic media, Cedefop op-
erates an e-learning observatory as well as 
a so-called eSkills Forum together with the 
Commission. The Centre is setting up a data-
base of good practice to help disseminate 
and publicise established experience in co-
operation with partners from the Leonar-
do da Vinci programme. 
Following the hard-copy publication of the 
11 -language executive summary of the sec-
ond Cedefop policy report this year (see ar-
ticle p. 1), the full-text version is scheduled 
to appear at the beginning of 2004. Further 
publication highlights will be the third Cede-
fop Research Report on the evaluation and 
impact of education and training and a 
key reference publication on lifelong learn-
ing. Three editions of the Cedefop periodi-
cals - the European Journal Vocational Train-
ing and Cedefop Info - as well as various re-
ports in the Cedefop Dossiers and Panora-
ma series will be published in the course of 
the year. 
Perhaps the most important milestone in 
2004 will be 1 May when 10 new Member 
States accede to the European Union. As 
candidate countries, these countries have so 
far been under the wing of the European 
Training Foundation in Turin, but as EU Mem-
ber States they will come under the re-
sponsibility of Cedefop. Work in 2004 will 
therefore focus on the transfer of informa-
tion, contacts and know-how. Cedefop nat-
urally also expects to include new members 
from these countries in its networks, project 
work and Management Board and to extend 
its own reporting and networks to the new 
Member States. 
Alongside in-house projects, EU enlargement 
also concerns the Study Visits Programme 
managed by Cedefop on behalf of the Eu-
ropean Commission. A total of 730 grants 
are to be awarded to participants from all 
(old and new) EU Member States as well 
as other European countries in 2004. 
Last but not least, there will be a number of 
changes at the Centre itself. Cedefop is to 
get a new director in the autumn. Colleagues 
and visitors will come and go. Various Ago-
ra Thessaloniki, exhibitions and other events 
are in the pipeline. Cedefop has a full agen-
da and a busy year ahead. 
The Work Programme can be ordered free of charge from 
Cedefop in EN, FR or DE or downloaded from the Cedefop 
website www.cedefop.eu.int. 
Source: Cedefop/CF 
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Working conditions and teachers' pay 
In its third report on the teaching profession 
in Europe, the European network for infor-
mation in education (Eurydice) presents the 
main components of the working conditions 
of teachers in 30 European countries (')· The 
attractiveness of an occupation depends 
largely on an optimal combination of the 
working conditions associated with it. Teach-
ing is no exception. Good salary prospects 
do not in themselves guarantee that the con-
ditions of service in a profession will be of 
high quality. Professional status and job se-
curity, salary and other financial benefits de-
riving from the professional activity con-
cerned, working time and tasks specified in 
the employment contract, the various forms 
of in-service training available and, finally, 
arrangements to support teachers who ex-
perience difficulty are all significant factors 
that must be taken into consideration. 
Defining working time as in other pro-
fessions 
In Europe, teachers are either public servants 
(meaning career civil servants in some coun-
tries (2) or staff appointed on contracts gov-
erned by general employment legislation. 
Teachers generally have substantial job se-
curity irrespective of their professional sta-
tus. Full job security of this kind until re-
tirement age is formally granted to teachers 
who are career civil servants. 
In the past, the working time of teachers 
was considered mainly in terms of the num-
ber of hours spent teaching. Of the two main 
activities expected of teachers, namely the 
provision of lessons and the preparation of 
lessons and marking of pupils' work, only 
actual teaching time was clearly specified. 
Four countries (3) have retained this statu-
tory definition of the working time of teach-
ers, but the concept of an overall amount 
of working time has been adopted in offi-
cial definitions in most other countries. It 
takes account of all activities. It covers the 
time spent actually teaching as well as that 
earmarked for other tasks, including indi-
vidual working time (for preparation/mark-
ing). In many countries, the amount of time 
during which teachers should be present at 
school is even specified in the employment 
contract or collective agreements. 
Three countries (4) have adopted an entire-
ly different definition in that the number 
of hours to be spent teaching is not indi-
cated: only the overall amount of working 
time and/or time present at school is speci-
fied in statutory terms. It is therefore in-
cumbent on school heads to determine 
the tasks that their teaching staff should car-
ry out and the time they should devote to 
each of them. 
Relatively low basic salaries and fairly 
limited salary increases 
When the gross basic salaries (5) of teachers 
at the start of their careers are compared to 
per capita GDP, they are often found to be 
lower than or equivalent to it. But in most 
EU countries, teachers' salaries on retirement 
are over 50% higher than per capita GDP. 
Circumstances in this respect are least 
favourable in the candidate countries and 
some Nordic countries. Exceptions are Greece, 
Spain and, more strikingly still, Portugal, 
where basic salaries on retirement are over 
twice as much as per capita GDP. 
In-service training increasingly regard-
ed as a real obligation 
Teachers in half of all European countries (6) 
are professionally obliged to update their 
knowledge. In a further six countries, in-ser-
vice training is to all intents and purposes 
compulsory in that teachers who have not 
undertaken it cannot be promoted (7). How-
ever, few statistics are available on partici-
pation rates in this respect. 
In-service training is without question still 
the most common means for teachers to en-
rich their professional knowledge and ex-
pertise. Sabbatical leave (lasting a year) re-
mains a not very widespread alternative form 
of training in Europe (8). Those eligible for it 
are generally full-time teachers with per-
manent tenure. 
In so far as the administration of training 
is fairly decentralised, no central recom-
mendation precisely specifies the content 
of curricula. However, provision may be re-
garded as relatively diversified everywhere. 
Over and above the conventional upgrad-
ing of knowledge of their subjects and their 
teaching methods, virtually all teachers in 
Europe may access training concerned with 
the incorporation of ICT into education, as 
well as the development of school plans 
and the management of mixed groups of 
pupils. 
(1 ) This study deals specifically with teachers in lower 
secondary education. 
(2) In Germany, Greece, Spain, France, Luxembourg, Austria, 
Portugal and Malta. 
(3) Belgium, Germany, Ireland and Luxembourg. In 
Germany, the question is the subject of discussion and 
committees are being set up to devise another definition. 
(4) Netherlands, Sweden and the United Kingdom (England, 
Wales and Northern Ireland). 
(5) The gross annual basic salary corresponds to the amount 
paid by the employer in a year - including bonuses, increases 
and allowances, such as those related to the cost of living, a 
thirteenth month's salary (where applicable), holiday pay, 
etc. - less the employer's social security and pension 
contributions. This salary includes no other financial benefit 
(linked to further qualifications, merit, overtime or additional 
responsibilities, the geographical area in which a teacher 
works or the obligation to teach mixed or difficult classes, 
accommodation, health or travel expenses). 
(6) Flemish and German-speaking Communities of Belgium, 
Germany, the Netherlands, Austria, Finland, Sweden, the 
United Kingdom, Liechtenstein, Estonia, Latvia, Lithuania, 
Hungary, Malta and Romania. 
(7) The six countries are Spain, Portugal, Iceland, Bulgaria, 
Poland and Slovenia. 
(8) Spain, France, Italy, Austria, Portugal, Sweden, United 
Kingdom (England), Iceland, Liechtenstein, Malta, Poland, 
Romania. 
Working conditions and pay in the teaching profession in 
Europe: profile, trends and concerns, Key topics in education 
in Europe, Vol. 3, Report III, Eurydice, 2003. 
Available on Internet: 
http://www.eurydice.org/Documents/KeyTopics3/en/ 
FrameSet3.htm. 
Source: Eurydice 
Lifelang learning E 
Italy 
Follow-up of the EU Council resolution on lifelong learning 
The follow-up document to the EU Council resolution on 
lifelong learning, giving an overview of the various sectors 
of lifelong learning in Italy, has now been finalised. The 
report is the work of a technical working party comprising 
representatives of the Ministries of Labour and Education, 
Universities and Research. The coordinating body of the re-
gions, the Union of Italian Provinces and the National As-
sociation of Italian Municipalities, also participated, with the 
technical assistance from the Institute for the Development 
of Vocational Training (Isfol). Each of the institutional stake-
holders was consulted on their own field of competence. 
Lifelong learning strategies, as part of the Italian educa-
tional and training system, tend to be transversal. Lifelong 
learning concerns all systems - education, training and em-
ployment. Institutional competences for the programming, 
management and evaluation of lifelong learning pro-
grammes or projects are shared between the Ministry of 
Labour, the Ministry of Education, Universities and Re-
search, and the regions, provinces and municipalities, as 
appropriate. 
The follow-up document draws special attention to the 
substantial contribution of the European Social Fund (ESF), 
not only to funding but also to programme quality. It has 
made it possible to launch new types of action reaching 
heretofore excluded segments of the population. Fur-
thermore, the quality of the system has been improved by 
the creation of integration, consultation and reskilling 
instruments. 
Today lifelong learning is noticeable in that it primarily'reach-
es young people in terms of financial investment, number 
of actions and target group. In all Italian regions, the ESF 
youth measures are the ones with the best results. 
For the adults targeted it is necessary to distinguish between 
continuing training, imparting technical and transversal skills 
inside the workplace, and adult education, which offers ba-
sic skills within settings both formal (in regional centres 
for adult education and in evening courses in level II schools) 
and non-formal (e.g. popular universities and senior citizen 
colleges). 
Poland 
A package to promote lifelong learning 
Continuing training actions have shown good results in the 
period 2000-2002, with some 600 000 workers partici-
pating in courses funded under Law No 236/1993 and over 
10 000 in courses funded under Law No 53/2000. A total 
of 735 000 persons were involved in training, apprentice-
ship and linked work/training contracts in 2002. 
Adult education has seen a considerable expansion of the 
in regional centres (CTP), from 375 in 1998-99 to 546 in 
2001-02. In the same period, CTP enrolment numbers climbed 
from 152 020 to 387 000. Similarly, the number of partic-
ipants in evening courses organised at level II schools, geared 
mainly towards the acquisition of a certificate or formal qual-
ification, increased from approximately 32 000 in 1998-99 
to 52 000 in 2001-02. 
In the non-formal sector, lifelong learning courses have been 
a considerable success. 741 popular university centres and 
senior citizen colleges are operational throughout Italy, with 
a total of 180 132 registered in 2000-01. 
Lifelong learning strategies have also provided a strong im-
petus to the development of local partnerships in the field 
of adult education and training. Regional and local com-
mittees have been set up to integrate local training provi-
sion under the umbrella of permanent education. The fol-
low-up report gives an overview of activities in the various 
Italian regions. 
Further information at: http://www.welfare.gov.it 
Source: Isfol (Maria Elena Moro) 
Editorial note: 
The national reports of all the Member States, Acceding and Candidate countries 
are available at http://europa.eu.int/comm/education/policies/lll/lll_en.html 
Norway 
www.utdanning.no -
the gateway to education 
A gateway for education has 
been established in order to 
gather net-based informa-
tion, resources and services 
related to education. The 
gateway comprises infor-
mation for both vocational 
and general education in a 
lifelong perspective, from ba-
sic education to adult further 
education. 
Utdanning.no has been set 
up by the Ministry of Edu-
cation and Research, and 
reflects the national focus 
on net-based training and 
information. The gateway 
is part of the Ministry's 
launch of a framework called 
Nasjonalt Laeringsnett (NLN). 
The framework was estab-
lished to create a net-based 
platform for lifelong learn-
ing, and focuses on impor-
tant issues related to net-
based education and infor-
mation, such as infrastruc-
ture and common technical 
solutions, standards for dig-
ital content, network for ed-
ucational innovation, skills 
development, exchange of 
experience and digital ser-
vices. 
The gateway has links to im-
portant and national and in-
ternational related websites, 
(e.g. Eurydice, Ploteus, Eu-
ropean Schoolnet). 
In order to achieve the high 
quality that is required for 
such a gateway, twelve qual-
ity criteria in which, content, 
resources and information 
are key words have been es-
tablished. 
The target groups for the 
gateway are private persons, 
students and their parents, 
adults, as well as companies 
and institutions within vari-
ous sectors. The structure of 
the gateway is simple, mak-
ing both comprehension and 
navigation very easy. 
More information: www.utdanning.no 
Source: Teknologisk ¡nstitutt, Norway 
With a view to accession to the European 
Union in May 2004, the Polish authorities 
have decided to intensify lifelong learning 
activities. 
To implement lifelong learning (LLL) on a 
broad scale, social partnership is a must. This 
is the assumption underlying a Phare (') pro-
ject carried out in Poland with the aim of 
promoting a lifelong learning strategy. The 
project, National Vocational Training System, 
implemented by the Ministry of Economy, 
Labour and Social Policy, will be completed 
by the end of 2003. Within its framework, 
a working group, which brought together 
representatives of government authorities, 
employers' organisations and trade unions, 
was established. This forum discusses issues 
related to training for employees and the 
unemployed. The group's work is expect-
ed to help stimulate social dialogue in the 
sphere of lifelong learning and to propose 
accompanying measures and is supported 
by Polish and EU experts. 
Awareness raising activities are important to 
make continuing education and vocational 
development more attractive to potential 
learners. Funding from the state budget and 
the European Social Fund as well as other fi-
nancial incentives, such as the Labour Fund 
and the future training fund, could motivate 
employers to invest in staff development pro-
grammes. 
As a result of the group's work, a proposed 
new law to promote employment and labour 
market institutions has been formulated. This 
includes a number of innovative elements, 
including a training fund, training leave, job 
rotation during training leave, training al-
lowances and a register of training institu-
tions, which will co-operate with the em-
ployment services. 
The Phare project also sets out to improve 
the quality of educational services. This part 
of project contains three components: im-
provement of statistical researches concerning 
LLL, development of vocational qualifications 
standards and the introduction of modular 
training programmes, based on the Inter-
national Labour Organisation's Modular Em-
ployment Skills (MES) approach. 
Appropriate new methodologies of statis-
tical research and analysis of the relevant re-
sults, and recommendations for future re-
search on continuing education are currently 
being put in place. The new methodology 
applies to research on adult training activi-
ties, vocational training of staff in enterprises 
and training institutions. 
As regards vocational qualification standards, 
research in companies has been completed. 
The description of standards for 40 occu-
pations in different sectors has been pre-
pared (e.g painter, welder, CNC operator, 
nurse, SME manager). These standards will 
be disseminated through publications and 
on the Internet. 
Recently, 120 tutors received the necessary 
training to create and implement modular 
training curricula, based on MES. Seminars 
for 600 participants were also conducted to 
promote the MES approach and the new 
modular curricula. 88 modular curricula and 
relevant training materials have already been 
designed for different areas, such as weld-
ing, building, ICT, marketing, tourism and 
asministration. They will also be available on 
the Internet. 
To provide access to the vocational qualifi-
cation standards and the modular training 
schemes, databases have been developed 
and set up. 
(') The Phare programme is one of the three pre-accession 
instruments financed by the European Communities to assist 
the applicant countries of central Europe in their 
preparations for joining the European Union. 
http://europa.eu.int/comm/enlargement/pas/phare/intro.htm#11 
Further information: 
Hanna Swiatkiewicz-Zych 
Deputy Director of Labour Market Department 
Polish Ministry of Economy, Labour and Social Policy 
Fax (48-22) 8267061 ext. 218 
E-mail: Hanna_Swiatkiewicz-Zych@mpips.gov.pl 
Website: www.mgpips.gov.pl 
at present only a short information is available (in Polish), but 
more information will be available after completion of the 
project 
Source: Polish Ministry of Economy, Labour and Social 
Policy/National Observatory 
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Human resource development 
as national value 
Continued from page 1 
communication between them and the 
national council will be assured. 
The shift in the approach to human resource 
development raises hopes that human capital 
management will become a true priority of 
social and economic development policies 
in the Czech Republic. 
For further information contact: 
National HRD Council: 
Office of the Government of the Czech Republic 
Nabrezi Edvarda FJenese 4, 
CZ-118 01,Praha 1 
Tel. (420-224)002 417, 
Fax (420-224) 002 305 
website: www.vlada.cz, 
http://wtd.vlada.cz/vrk/vrk.htm 
Véra Havh'cková 
Národní observator zamëstnanosti a vzdèlávánl 
Národnlho vzdêlávaclho fondu (National Observatory of 
Employment and Training - National Training Fund) 
Opietalova 25 
CZ-110 00 Prague 1 
Tel. (420-224) 500 542, 
Fax (420-224) 500 502 
e-mail: havlickova@nvf.cz, 
website: www.nvf.cz/observatory 
Source: National Observatory of Employment and Training -
National Training Fund 
Cyprus 
Boosting vocational training capabilities 
Encouraging and supporting lifelong learn-
ing as a strategic goal has led the Human 
Resource Development Authority (HRDA in 
Cyprus), to develop the "Training Infras-
tructure Support Scheme". 
Lifelong learning will be better served when 
companies invest in their own training ca-
pability. This should include both the system 
and mechanisms necessary for identifying 
training needs and the appropriatelearning 
activities to meet them. As many companies, 
especially smaller ones, cannot cater for their 
own needs, the new scheme also targets 
training institutions that cater for needs, 
which will not be covered through compa-
ny in-house training. 
The HRDA sees this scheme as one pillar of 
a comprehensive four-pillar approach to boost 
the demand for, and supply of, training, and 
the recognition of learning and competen-
cies. Its aim is to encourage enterprises and 
training institutions to create new or upgrade 
existing, training capacity in order to meet 
priority training needs. Other pillars are 
the HR Consultancy and the Training Sup-
port Schemes and the System of Vocation-
al Qualifications. The scheme provides f i-
nancial support for training equipment (e.g. 
machinery, tools, ICTs ), the development or 
purchase of training material and teaching 
aids and the training of trainers and man-
agers of training centres. 
Enterprises and training institutions are en-
couraged to include modern information 
and communication technologies in their 
proposals. The financial support on offer cov-
ers 45% of costs in the case of enterprises 
and 30% in the case of training institutions. 
The criteria for assessing the proposals in-
clude: 
• the viability of the proposal, 
• the training needs that will be satisfied, 
• the quality of training that will be provided, 
• the location of the proposed centre, 
• the utilisation of the proposed training 
facilities, 
• the existence of training facilities covering 
similar needs in the same geographical location. 
In order to stimulate companies and train-
ing institutions not only to develop, but al-
so to utilise, their training facilities on a sys-
tematic basis, the HRDA requires that any 
training centre developed under this scheme 
should be utilised for a minimum duration 
of training per year, for a period of three 
consecutive years. If an organisation fails to 
meet these minimum requirements, the 
total subsidy will be reimbursed to the HRDA. 
The response from enterprises and training 
institutions is, to date, very encouraging. 
In order to sustain continuous training ac-
tivity, the assisted organisations will have to 
Introduce planning and control mechanisms 
and improve their HR practices. 
Further information: 
Monica loannou-Andreou 
Human Resource Development Authority (HRDA) 
P.O. Box: 25431 
1392 Nicosia, 
Cyprus 
Tel. (357) 22 390250 
Fax (357) 22 428332 
E-mail: m.ioannou@hrdauth.org.cy 
Website: www.hrdauth.org.cy 
Source: Human Resource Development Authority 
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Norway 
From a post industrial to an international 
knowledge society for the school 
The Norwegian Minister of Education and Research, 
Ms Kristin Clemet, wants to bring the Norwegian 
school from the post industrial to the international 
knowledge society. 
The Committee for Quality in Primary and Secondary 
Education in Norway, appointed by Royal Resolution 
5 October 2001 submitted its main report to the 
Minister of Education and Research in June 2003 
"This is a golden opportunity for an open and un-
prejudiced debate about the content of the school", 
stated Ms Kristin Clemet at the presentation of the 
report pointing out four main issues: 
1) the school is moving from a post industrial to an 
international knowledge society; 
2) the need for training adapted for all, regardless 
of social and cultural differences; 
3) a focus on quality, both in a wide perspective as 
well as in relation to basic competences; 
4) lifelong learning should be given a broad defini-
tion, starting in the kindergarten. 
The report lists 117 suggestions on how to Improve 
the quality and standard of the present school. 
The document was open for public comment and 
discussion, including regional conferences and dis-
cussions, until 15 October 2003. A white paper will 
be drawn up in spring 2004. 
The social partners, politicians and the teachers' 
trade unions are positive and this broad unity shows 
that most of the suggestions are likely to be im-
plemented. 
At the upper secondary level, the system will be more 
flexible, with a smoother transition between the dif-
ferent elements within the educational system. There 
will be a grouping of the present fifteen subjects in-
to eight educational programmes, of which seven 
will have a vocational focus. The aim is to have more 
flexible transitions between training in-company and 
in-school. 
General focus at all levels: 
The most important aspect of the report is the em-
phasis on foundation skills, such as literacy and 
numeracy, as well as English, digital competencies 
and motivation and endurance. Social competence 
is also strongly underlined in the report. 
Mandatory mathematics will be increased, as will 
physical exercise, and a stronger focus on Norwe-
gian and foreign languages. A second foreign lan-
guage (in addition to English) will be mandatory from 
the age of 13. There will also be a stronger focus on 
ICT at all levels, and the basis competence in ICT will 
be as strongly focused as Norwegian, mathematics 
and foreign languages. 
The Committee underlined that primary and sec-
ondary education must never fail their role as places 
for studying basic knowledge, skills and attitudes. 
They must live up to the expectations that they con-
tribute to social development and nation building 
through the creation of identity. 
It is crucial that pupils and apprentices acquire the 
basic skills needed to acquire new skills and knowl-
edge. 
More information - in English: 
http://www.dep.no/ufd/norsk/satsingsomraade/kvalitetsutval-
get/045071-990226/index-dok000-b-n-a.html 
Source: Teknologisk ¡nstitutt, Norway 
cation and training systems as they 
are now. It looks at how countries 
have had to adapt their systems in 
order to respond to the challenges 
of the enlarged Europe, a process 
largely supported by the dedicated 
and diversified EU assistance deliv-
ered mainly through the Phare Pro-
gramme. It considers the social and 
economic dynamics brought about 
by the political changes, and how 
they have created considerable de-
mands on the education and train-
ing systems at both company and in-
dividual levels. These considerations 
are made whilst taking into account 
the recent shift from command to 
market economies and how far so-
cial, economic and cultural habits 
continue to affect reforms and 
changes. 
In conclusion, the ETF report claims 
that few of the accession countries 
already meet EU standards In the 
fields of general and higher educa-
tion, although the appropriate leg-
islative frameworks are being devel-
oped and initiatives to prepare for 
lifelong learning are flourishing in 
the formal education system. As a 
result, most countries also still face 
considerable difficulties with the VET 
components of the education and 
training systems. The report reveals 
that overall the labour force is still 
not adequately qualified, labour mar-
ket training is under-developed, con-
tinuing vocational training for em-
ployees is progressing slowly, social 
partnership in VET and inter-minis-
terial coordination are insufficiently 
developed, many old curricula are 
still in use, the status of teachers is 
low, teacher training is underdevel-
oped and school technical equipment 
is often obsolete. 
(') Thirteen Years of Cooperation and Reforms in 
Vocational Education and Training in the Acceding 
and Candidate Countries, Jean-Raymond Masson, 
ETF, ISBN: 92-9157-347-7 
The publication can be downloaded in English, 
free of charge, from: www.etf.eu.int. French and 
German versions will be available soon. 
Further information: 
Jean-Raymond Masson, ETF, 
Tel. (39-011)630 2222 
Fax (39-011)630.2200 
E-mail: jrm@etf.eu.int 
Editorial note: 
Cedefop Info 1/2004 will contain a dossier on 
enlargement and the acceding countries. It will be 
prepared jointly by Cedefop and the ETF. 
Source: ETF 
Vocational education and training 
ffl 
Latvia 
All schools finally under one roof 
The process of reorganising Latvian 
vocational schools under the authority 
of the Ministry of Education and Sci­
ence has finally begun. The idea had 
been brought up, and analysed, but 
rejected, many times. Time and again 
country reports had identified the 
administrative fragmentation as a 
weak point in the vocational educa­
tion system, but until recently, no de­
cisions had been taken to achieve re­
al institutional change. 
Although the problem had been 
recognised in the mid­nineties, vo­
cational education establishments 
remained under the authority of 
several ministries, i.e. those of Ed­
ucation and Science, of Welfare, 
of Health, of Culture, of Agricul­
ture, and of Defence. All these min­
istries acted independently, allo­
cated financial resources, planned 
and set up their own institutional 
networks, organised curricula de­
velopment groups, set up quality 
monitoring mechanisms and dealt 
with student enrolment issues. Ob­
taining consistent information on 
education and training and unified 
decision making proved quite a chal­
lenge. Overlaps and irrational use 
of financial and human resources 
were not uncommon. 
A concept for the development of 
education in 2002­2005, adopted 
by the Cabinet of Ministers in No­
vember 2002, foresees a reorgan­
isation of all vocational education 
institutions under the authority 
of the Ministry of Education and 
Science within the next four years. 
The only exceptions are those in­
stitutions where training programmes 
are subject to the regulations of 
the defence forces. 
In July 2003, the Government de­
cided that schools under the au­
thority of the Ministries of Welfare, 
of Health and of Agriculture should 
come under the authority of the 
Ministry of Education and Science 
as from July 2004. The implemen­
tation of this decision will make it 
easier to instigate the vocational 
education development programme 
and to realise a consistent voca­
tional education policy. The new 
structure will also help to opti­
mise the network of vocational ed­
ucation institutions and to distrib­
ute funding more evenly among the 
institutions. 
For further information, contact: 
Baiba Ramina 
Academic Information Centre­ Latvian National 
Observatory 
Tel.(371)7­212317 
Fax (371) 7­221006 
E­mail: baiba@aic.lv 
website: http://www.aic.lv/en/lno/default.htm 
Source: Academic Information Centre­ Latvian 
National Observatory 
Hungary 
Revamping apprenticeship school programmes 
A new apprenticeship schools development 
programme is to improve the education and 
training of future skilled workers and to rem­
edy the serious and increasing mismatch be­
tween supply and demand on the labour 
market. 
Vocational qualifications recognised by the 
state have strong traditions in Hungary. The 
certificates held in proof of such qualifi­
cations have a substantial influence on the 
chances of employees in the labour mar­
ket. To acquire skilled workers' qualifica­
tions, (e.g. to become a bricklayer, joiner, 
locksmith, waiter, cook, hairdresser etc.) 
young people attend four­year apprentice­
ship schools. Since the second half of the 
90s, there has been an increasing mismatch 
between the demand for skilled workers 
on the labour market (some 55%) and those 
attending apprenticeship schools. This short­
age of reliable skilled workers cannot be 
remedied through retraining programmes. 
While the numbers in apprenticeship schools 
have been plummeting, participation rates 
at secondary level schools preparing students 
for higher education have been on the rise. 
Thus, apprenticeship schools increasingly 
have had to cater for young people with 
learning difficulties and low motivation. As 
many as 30­50 % of them do not meet the 
general education target levels in the first 
two years, i.e. in mathematics, history, Hun­
garian language and literature. 14­20 % 
drop out of the programme. 
The majority of these students come from 
the most disadvantaged groups. 10% of the 
16 year­olds with multiple disadvantages are 
Roma. Given the current demographic de­
velopment, this proportion is expected to 
rise. Thus, up­dating training content and/or 
teaching and learning methods alone will 
not suffice to remedy the situation. Schools 
increasingly need more financial and human 
resources. Abstract teaching methods and 
educational content in general education 
that is not even remotely related to the rel­
evant vocational area, cannot motivate stu­
dents at apprenticeship schools. 
Apprenticeship schools need highly quali­
fied and committed teachers and trainers. 
However, fluctuation of teachers and train­
ers constitutes a fundamental problem, be­
cause of better job opportunities elsewhere, 
inadequate teaching resources and job dis­
satisfaction. A large number of schools of­
fer a variety of training programmes to small 
groups of students. This results in inefficiency 
and financial problems. 
In January 2003, the government adopted 
an apprenticeship school development pro­
gramme proposed by the Ministry of Edu­
cation. The key objectives of this programme 
are to increase access to VET training pro­
grammes, to enable VET students to acquire 
the necessary skills and competences for ac­
tive citizenship and to help them make in­
formed career choices. Special emphasis is 
laid on targeting the disadvantaged groups. 
The development programme aims at at­
taining the following social objectives: 
• Reduce and prevent school failure and 
reintegrate drop­outs into educational 
programmes so as they complete compulsory 
schooling. Students should acquire the basic 
skills required for their personal life, as 
well as adequate vocational qualifications. 
• Ensure that vocational qualifications of 
those entering the labour market meet the 
labour market needs for skilled workers, 
so as to reduce unemployment and its social 
implications. 
• Provide specifically targeted training 
opportunities for disadvantaged students 
and students with disabilities. 
New curricula, which link general education 
elements to the relevant vocational areas, are 
being drawn up. Innovative pedagogical meth­
ods are to be introduced in vocational schools. 
Teachers receive intensive training to acquire 
or improve their foreign language skills, up­
grade their skills in the relevant vocational 
field and enhance their skills in methodology 
and quality assurance. Some 133 vocational 
qualifications are expected to be modernised. 
The implementation of the apprenticeship 
school development programme will be sup­
plemented by the development of linguistic 
and information and communication tech­
nology (ICT) skills and the development and 
improvement of vocational and career coun­
selling and of quality assurance and self­eval­
uation mechanisms. 
The 90 apprenticeship schools that have 
so far been selected to participate in this pro­
gramme have committed themselves to ap­
plying new teaching methods, engaging in 
self­improvement, modernisation and the 
provision of a broader range of pedagogical 
services. The development programme is ex­
pected to be completed by 2006, at a cost 
of about EUR 50.5 million. 
More information: 
Apprenticeship School Development Office 
Contact person: 
Akos Menner 
H­1105 Budapest, Fehér út 1. 5. em. 
Tel. (36­1)4345702 
Fax (36­1) 434­5790 
E­mail: menner.akos@szakma.hu 
Website: www.szakma.hu 
Source: Hungarian National Observatory/Köpeczi Bócz 
Continuing vocational training 
ffl 
Portugal 
Provisions for training local government officials 
The low qualification level of its officials is one 
of the most striking aspects of public admin­
istration in Portugal. This has an impact on the 
way it functions, especially at the local gov­
ernment level. In order to remedy this situa­
tion the Portuguese government, acting through 
the Ministry of Social Security and Labour, the 
municipalities, the Office for the Regional Plan­
ning of Territories and the Environment, has 
established two vocational training support 
systems specificly for these officials: distance 
training (') and action training (2). 
Distance training ('): In this system of train­
cedefopinfo 3/2003 
ing the fact that attendance is not required 
implies the existence of a tutorial system which 
can be synchronous ­ i.e. the trainers and 
trainees can be mobilised at the same time ­
or asynchronous ­ the periods of mobilisation 
alternate and do not coincide. The mini­
mum training requirement for access to this 
scheme is Level 2; its contents are generally 
divided into modules whose duration never 
exceed 100 hours. 
Action training {'): This system is adapted 
to the development of training geared to 
the production of vocational skills essential­
ly linked to modernisation and organisational 
development processes. Its main objective is 
to concentrate on resolving actual organi­
sational problems and to use a dynamic 
methodology which will upgrade appren­
ticeship training through an analysis of con­
crete work experience and personal life ex­
perience. 
These two systems have been developed 
within the framework of regional operational 
programmes which envisage the financing 
of vocational training for local administra­
tion, as advised by the Institute for the Ad­
ministration of the European Social Fund 
(IGFSE) and the social partners. 
(') Joint Resolution No 609/2003 ­ 'Diário da República' No 
118 22/05/03 ­ II series, Ο regime específico dos apoios a 
formação profissional desenvolvida à distância p. 7785, 
7786 and 7787. Available from the Internet: 
http://www.igfse.pt/legislacao/60920031.pdf, 
http://www.igfse.pt/legislacao/60920032.pdfet 
http://www.igfse.pt/legislacao/60920033.pdf 
(2) Joint Resolution no 694/2003 ­ 'Diário da República' No 
154 07/07/03 ­ II Série: Regulamento da modalidade 
formação­acçâo a desenvolver no âmbito das medidas do 
eixo n°1 dos programas operacionais regionais destinados a 
financiar a formação profissional para a administração local, 
p. 10 160 and 10 161. Available from the Internet: 
http://www.igfse.pt/legislacao/69420031 .pdf et 
http://www.igfse.pt/legislacao/69420032.pdf 
Source: CID ­ Information and Documentation Centre · 
Ireland 
Training for small and medium enterprises - a successful network 
Additional funding of Euro 15m has been 
pledged to extend the highly successful 
enterprise-led Training Networks Pro-
gramme. The pilot programme, which ran 
from 1999 to 2002, was established to 
address the problem of low investment 
in training in small and medium enter-
prises in Ireland. It was administered by 
Skillnets (see Cedefop Info 1/2002 and 
3/2002), an organisation which repre-
sents employer, employee and govern-
ment organisations, and was funded un-
der the National Training Fund. Up to 58 
networks involving up to 4 000 compa-
nies were developed in the period. The 
main features of this first training net-
works programme are presented in the 
final report on its operation. (') 
the formation of training networks was a 
complementary activity to other types of 
support. 
Skillnets has observed that firms, which 
are supported in meeting basic skills needs 
such as health and safety, hygiene and ICT 
skills, continue to move up the value chain 
of skills improvement. Only after firms have 
met basic operational skills needs-are em-
ployees motivated to continue the training Skillnets will continue to administer the new 
process in more added value areas. programme which will run until 2005. 
Finally, the leadership processes that emerged 
were an interesting feature of many of the 
networks, whether from existing enterprise 
organisations at sectoral and regional level 
or from an individual or group of firms in-
vesting time and energy in bringing other 
firms into the process. 
(') Skillnets: Final report of the Training Networks Programme 
1999-2002. (2003) Available free of charge from Skillnets 
Ltd., Wasdale House, Rathfarnham Road, Terenure, Dublin-
6W, Ireland. Tel. 353-1 490 1543, Fax 353-1 590 1543. E-
mail: info@skillnets.com, http://www.skillnets.com 
Source: FAS 
The report finds that a majority of networks 
(65%) chose sector-based approaches as 
a primary basis for the network operation. 
This indicated a demand for sector-specif-
ic training and a view that this was a gap in 
current provision. Many networks were es-
tablished on a regional basis especially out-
side the Eastern region. This highlighted the 
low level of locally available training in these 
areas and the limited range of training avail-
able generally in peripheral areas, as key 
training providers were located mainly in 
large urban centres. 
While a number of networks were formed 
with small or micro businesses most net-
works involved a mix of large, medium, 
and small companies. This was a depar-
ture from the usual practice of providing 
funding for small companies exclusively 
within the context of small business ac-
tivity. Networks decided to involve a range 
of companies in order to establish a more 
comprehensive experience and practice 
base. It also highlighted the demand for 
small companies to tap into the more de-
veloped expertise and systems of the larg-
er members. 
Many networks began the development of 
strategic certification systems at sectoral lev-
el. These systems often 
(a) were based on competence rather than 
on instructional models, 
(b) included a high level of recognition of 
prior learning, 
(c) were either fully work-based or flexibly 
adopted a dual approach of on- and off-the-
job learning, 
(d) generated enthusiasm by enterprises for 
progression opportunities for employees, 
and 
(e) increased the skills base across all firms 
in a sector. 
The willingness of companies and trade bod-
ies to take the lead in an area that has been 
traditionally delegated to education and state 
support bodies opens a new area of high 
potential for increasing industry and sector-
wide participation in strategic upskilling and 
lifelong learning systems within the context 
of the emerging framework for national qual-
ifications. 
The size and types of companies that flowed 
into networks highlighted the demand for 
training within sectors, which have been de-
prioritised by key state agencies. Equally 
those sectors, which do have access to sup-
port from other agencies, also found that 
Germany 
Learning for enterprise 
"An entrepreneurial attitude and entrepre-
neurial skills should be encouraged in VET 
programmes, regardless of whether trainees 
envisage a business start-up". 
This is the opinion expressed by a majority 
of entrepreneurs in the retailing and tourism 
trades, who were surveyed on how VET can 
prepare for self-employment. The survey was 
carried out in the framework of a research 
project conducted by the Federal Institute of 
Vocational Training (BIBB). 
The surveyed entrepreneurs were in favour 
of offering relevant skills within VET but 
expressed the opinion that business start-
up or take-over, i.e. direct entrepreneur-
ial training, should not be directly addressed 
by initial VET but feature in continuing 
training. 
The BIBB has used the survey outcomes to 
develop concepts for the integration of "en-
trepreneurial learning" into VET. 
An entrepreneurial attitude and relevant 
skills could, for example be, encouraged or 
developed by work in a junior or students' 
firm, or in the form of temporary man-
agement of a department within the train-
ing company. Trainees could thus learn to 
carry out specialised tasks independently 
and assume economic responsibility. Busi-
ness creation should furthermore be ad-
dressed as a career alternative to dependent 
employment, while course content should 
address the opportunities, risks and re-
quirements of self-employment. Finally, the 
special business perspective should be made 
clear, particularly within managementtrain-
ing. Additional qualifications or optional 
training modules, e.g. preparing a business 
plan, could also be envisaged. 
The skills acquired in the framework of ini-
tial training should be built upon in further 
training programmes imparting business 
start-up, management and take-over skills. 
The potential to create, via training, en-
trepreneurs motivated and able to set up 
their own companies or enter the fran-
chising business could thus be tapped in a 
timely manner. 
Further information on the project results may be obtained 
from Anita Krieger (E-Mail: krieger@bibb.de) or Hannelore 
Paulini-Schlottau (E-Mail: paulini@bibb.de). 
Source: BIBB/Cedefop/CF 
Spain 
The new continuing training system retains and expands 
the general principles of the previous model 
A royal decree regulating the continu-
ing training sub-system, operational as of 
1 January 2004, was adopted by the cab-
inet at the beginning of August. The new 
model will give firms more flexibility in 
managing personnel training. It also al-
lows the possibility of automatic bene-
fits in terms of social contributions. The 
new system retains and expands upon the 
general principles of the previous model 
and provides for the participation of the 
Autonomous Communities in its man-
agement. The new elements of the system 
include an increase in the eligible group 
of beneficiaries and specific measures to 
make access to training easier for em-
ployees in small and medium-sized enter-
prises (SMEs). 
Further information on the websites of the Spanish Prime 
Minister: 
http://www.la-moncloa.es/web/asp/min04.asp?Codigo= 
c0108030#FormaciónContinua 
and the Tripartite Foundation for Training in Employment: 
http://www.fundaciontripartita.org/ 
Sources: ETV News/Presidency of the Spanish Government 
/INEM 
Belgium 
Partnership agreement on vocational training 
On 13 June 2003, the Walloon Minister of 
Employment and Vocational Training, Marie 
Arena, and the representatives of the Eco-
nomic and Social Council of the Walloon Re-
gion signed a partnership agreement on train-
ing. 
The general objective of this agreement is 
'to optimise the implementation in Wallonia 
of the objectives of the Inter-Branch Agree-
ment (Accord Interprofessionnel - AIP) which 
allocate 1.9% of the payroll to training, by 
adapting these objectives to the actual sit-
uation in Wallonia and by broadening them'. 
In order to achieve this objective, the part-
ners agree to follow three operational ob-
jectives and to pool and share the resources 
for implementation. 
These three operational objectives (defined 
in the Partnership Charter signed by the Eco-
nomic and Social Council of the Walloon Re-
gion and the Government of Wallonia on 17 
June 2002) are the following: 
• definition of indicators which will make 
it possible to measure participation in training 
in the Walloon Region; 
• promotion of the continuing training of 
workers in enterprises; 
• administrative simplification of training 
schemes. 
The agreement will be evaluated by a mon-
itoring committee. Representatives of the 
Studies and Statistics Section of the Walloon 
Employment Observatory, of the Directorate-
General for Economics and Employment of 
the Ministry for the Walloon Region of FOREM 
(the Wallon office for vocational training and 
employment), of the future Walloon public 
interest body for alternance training, of the 
self-employed and SMEs will regularly par-
ticipate in this work as experts. 
For more information: http://www.cesrw.be/nouveautes/ac-
tualitesduconseil.htm (Complete text of the agreement). 
Source: FOREM 
Training of trainers 
Slovenia 
"Working for myself" starts with teachers 
ffl 
Slovenia has developed training modules and 
teaching aids to integrate entrepreneurial 
spirit and skills into vocational education and 
training. 
Setting up new enterprises is essential 
for job creation. To this end, entrepreneurial 
awareness throughout society needs to be 
promoted, with particular attention being 
given to young people. This is why, in re­
cent years, the Centre of the Republic of 
Slovenia for Vocational Education and Train­
ing has been cooperating with the Foun­
dation for Small and Medium­sized Enter­
prise (SME) Development at Durham Uni­
versity (UK) to develop and integrate en­
terpreneurial spirit and skills in vocational 
education and training (VET) curricula. This 
has resulted in the introduction of an en­
trepreneurial small business start­up pro­
gramme called "Working for Myself". 
"Working for Myself" targets VET teachers. 
The idea is to develop and produce entre­
preneurial teaching and learning resource 
materials and to disseminate them to all 
Slovenian VET schools. Training is offered to 
teachers to familiarise them with the con­
tent and to give them the opportunity to ac­
quire the necessary confidence to introduce 
a small entrepreneurial programme into the 
curricula of VET schools. 
The structure of the resource materials is 
based on the entrepreneurial start up process. 
Eight modules have been developed: 
• Preliminary module 
• Will my skill make a business? 
• Can I make a living? 
• What resources do I need? 
• Can I convince everyone that I can succeed? 
• Selling myself and my business proposal. 
• How do I maintain control in my business? 
• Dealing with officials and government 
regulations. 
Each module tackles the major issues in ques­
tion and also provides ideas for effective so­
lutions. The latter is considered valuable sup­
port for the teachers. The Slovenian National 
Centre for Vocational Education and Train­
ing expects this material to be a useful tool 
for teachers and to support the move to­
wards competence based learning. The ma­
terials reflect the four "success factors" of 
entrepreneurship (namely idea, motiva­
tion, abilities and resources), which consti­
tute the main themes of the modules. 
In May 2003, the Centre for Vocational 
Education and Training conducted a work­
shop in Ljubljana to introduce the "Work­
ing for Myself" programme to participants 
from the Western Balkan countries (Bosnia 
and Herzegovina, Croatia, the Former Yu­
goslav Republic of Macedonia, Kosovo, Ser­
bia and Montenegro). The workshop in­
formed participants about the results so far 
and discussed the stages of its development 
in the Slovenian VET system. Participants 
identified a number of opportunities to 
develop and integrate enterprise educa­
tion within the VET curricula in their coun­
tries. A discussion on the selection criteria 
for teachers who should offer these mod­
ules lead to a consensus that they should 
demonstrate creativity, an innovative ap­
proach to problem solving, flexibility, a will­
ingness to learn from mistakes, motivation 
and enthusiasm, and the ability to work in 
groups and teams. 
For further information contact: 
Mirjana Kovac 
Center RS za poklicno izobrazevanje ν ozjem pomenu 
(Centre of the Republic of Slovenia for Vocational Education 
and Training) 
Ob zeleznici 16 
1000 Ljubljana 
Slovenia 
Tel. (386) 1 5864 203 
E­mail: mirjana.kovac@cpi.si 
http://www.cpi.si 
Source: Centre of the Republic of Slovenia for Vocational 
Education and Training 
Initial vocational training 
France 
Planned reform of apprenticeship training 
ffl 
During the meeting of the French Cabinet on 27 Au­
gust 2003, Renaud Dutreil, Minister for SMEs (small 
and medium­sized enterprises), Commerce, Crafts, Lib­
eral Professions and Consumption, presented a com­
munication on the reform of apprenticeship training. 
He has been requested by the Prime Minister to study 
this question in order to make this line of training 'more 
attractive' and to improve the legal status of the ap­
prentice and the master responsible for the training ('). 
The reflections carried out in consultation with François 
Fillon, Minister of Social Affairs, Labour and Solidari­
ty, and Luc Ferry, Minister of Youth, Education and Re­
search led to two findings. Firstly, small and medi­
um­sized enterprises in France are facing great diffi­
culties in recruiting qualified staff and, what is more, 
finding buyers. These difficulties will become more 
acute when existing staff begin to retire in the com­
ing years. Secondly, apprenticeship training seems to 
be a particularly well­adapted response to recruiting 
needs. In fact, 'it will enable enterprises to find qual­
ified and immediately employable labour and will of­
fer young persons training, which will lead to a cer­
tificate, a job or, in the course of time, to entrepre­
neurial responsibility. However, this line of training 
seems to be lacking momentum and suffering from 
a negative public image'. 
The first objective of a reform should be to 'upgrade 
this line of training in the eyes of the public'. Three 
lines of action have been identified to achieve this ob­
jective. 
First of all, it is necessary to renew the image of ap­
prenticeship training and to guide more young peo­
ple to it, by launching information campaigns addressed 
to young people and their families, and by making a 
serious effort to raise the awareness of school teach­
cedefopinfo 3/2003 
ers and vocational guidance bodies. An opinion sur­
vey was conducted among enterprises and the gen­
eral public to identify the key factors which play a role 
in making apprenticeship training an attractive propo­
sition. 
The second line of action is to meet the expectations 
of young people. Different levels are being envisaged. 
Firstly, an improvement in the material conditions of 
apprentices, e.g. transport, housing and remunera­
tion. But also changing the contents of training and 
building several bridges to other lines of training by 
adapting the apprenticeship training cycles to young 
people with very different profiles, levels of knowledge 
and skills. 
Finally, the third line of action is to make sure that 
apprenticeship training gives an effective response 
to the realities and needs of enterprises. 'Appren­
ticeship contracts should be on a sound economic 
footing, particularly for the very small enterprises: to 
this end, an analysis of the problems of assessing the 
training role of the enterprise is being undertaken'. 
Parallel to this, the training role of the enterprise 
should be linked to a quality approach which means 
better training of the trainers of apprentices. Fur­
thermore, the introduction of a mediator who will 
support the young trainee throughout the course 
could lead to more effective integration between the 
training in the apprentice training centre and in the 
enterprise. 
(') On the subject of the mission entrusted to Mr Dutreil, see the article 
'The reform of apprenticeship training', in INFFO Flash, No 616, 1­15 July 
2003 
Source: Stéphane Hérault, Centre INFFO, 
based on the Internet site of the Minister for SMEs, Commerce, Crafts, the 
Liberal Professions and Consumption, press kit on the reform of 
apprenticeship training: http://www.pme.gouv.fr/ 
Norway 
New educational act on vocation­
al higher education institutions 
A new act on vocational higher ed­
ucation institutions (Fagskoleloven) 
will increase the status and at­
tractiveness of vocational educa­
tion at the level above upper sec­
ondary school and below univer­
sity studies. According to the new 
act, vocational and/or professional 
education of good quality ­ last­
ing from five months to two years 
­ is now fully recognised. 
The law[Besl. O. nr. 81 (2002­
2003)] was approved on 27 May 
2003, and entered into force in 
autumn 2003. Act No. 9 of 28 Jan­
uary 2000 will be repealed from 
the same date. 
There has, during recent years, 
been an increase in the need for 
short courses that are custom 
made to one specific sector and/or 
occupation. However, they have 
not been legally approved. Inves­
tigations show that there will be 
a strong need for persons with a 
vocational education in the years 
to come, and that the interac­
tion between working life and the 
educational sector should be im­
proved. 
The aim of the new act is to es­
tablish a system for approval of vo­
cational education that is short, 
limited to and custom made­for 
one occupation and/or sector. Stu­
dents will have to have complet­
ed their upper secondary educa­
tion or have relevant experience 
before entering. 
Publicly and privately owned edu­
cational institutions are treated 
equally in the new act. The own­
ers of the present public technical 
schools, the counties, will lose their 
present financial support. The new 
act encourages all schools ­ both 
private and public ­ to offer ap­
propriate and adequate options 
according to the needs in the re­
gion. The institutions can apply for 
national funding, which they will 
be granted, according to the num­
ber of students they enrol. 
One of the important aims of the 
new act is to strengthen students' 
rights. Each institution must have 
a board of directors, including stu­
dent representatives. Students tak­
ing part in that programme qual­
ify for approval under the new act 
and can apply for funding from 
the and Norwegian State Loan Of­
fice (Statens lånekasse for utdan­
ning). 
More information: 
http://odin.dep.no/ufd/norsk/publ/otprp/ 
045001­050009/index­dok000­b­n­a.html 
Source: Teknologisk institutt, Norway 
Employment policg m 
The Czech Republic 
Does staff development in small and medium-sized enterprises matter? 
The approaches of small and medium-sized 
enterprises (SMEs) to human resources de-
velopment (HRD) were examined in an an-
alytical study undertaken in the Czech Repub-
lic. The aim was to present the state-of-the 
art and to identify the principal barriers to 
implementing HRD in SMEs. 
A comprehensive survey of 900 companies 
and organisations across the country, con-
ducted by the National Observatory of Em-
ployment and Training in 2002, focused on 
their approaches to HRD. The findings of the 
study, presented in April 2003, indicate con-
siderable differences between SMEs and oth-
er companies, in particular in terms of in-
vestment in training, coherence of process-
es applied and availability of skilled labour. 
The gap widens as the size of the company 
decreases. In addition, better results in HRD 
activities can, on average, be seen in com-
panies with favourable performance and qual-
itative indicators - growing productivity, in-
volvement in research and development and 
exports. Companies with foreign capital also 
show a better approach to human resources. 
Only a small number of SMEs view the qual-
ity of their human resources as orte of the 
key factors of their economic performance 
and competitiveness. For example, a mere 
8.9% of them rank the quality of their em-
ployees among the major sources of com-
petitive advantage. Hence, they seem to have 
an incoherent and rather short-term approach 
to staff development. 
According to the survey, 42.7% of the SMEs 
do not organise any training and develop-
ment activities. 27.4% consider training an 
investment that does not lead to adequate 
returns and 48.4% believe training is a pri-
vate matter for each employee. 
Over the last three years, the scope of train-
ing has increased in less than half of these 
companies (41.7%). Only 31 % of the com-
panies expect to increase their investment in 
training as a proportion of their total labour 
costs after the country's accession to the EU. 
Where training is organised, short internal 
on-the-job courses predominate. There is on-
ly limited training that aims at enhancing 
flexibility of SME staff. Only 34.7 % of com-
panies train their employees for two and 
more jobs (multi-skilling) and only 14.4 % 
have organised retraining courses. 
Another characteristic SMEs have in com-
mon, is a significantly less active approach 
to addressing their problems. For example, 
though SMEs more often face difficulties re-
lated to the recruitment and turnover of work-
ers with appropriate skills, only 8.5% increase 
their training activities to address skills short-
ages, 9% establish links with schools and 
5.8% look for prospective employees and 
train them. 
In addition to the analytical report, a data-
base has been set up to provide an overview 
of approaches, measures and projects across 
Europe. The intention is to raise awareness 
among Czech SMEs and to motivate them 
to invest in staff development. HRD in en-
terprises will also be dealt with in the frame-
work of the national strategy launched 
earlier this year (see article on p. 1). 
The "Database of Good Practices in Human Resources 
Development in Small and Medium-Sized Enterprises: 
Inspirational Examples" and the report are available in Czech 
atwww.nvf.cz/observatory/cz/dokumenty/rlz_smes.pdf 
For further information please contact 
Anna Kaderrábková or Alena Zukersteinová 
Nórodní observator zamëstnanosti a vzdèláváni 
Nórodního vzdélávacího fondu (National Observatory of 
Employment and Training - National Training Fund) 
Opietalova 25, CZ-110 00 Prague 1 
Tel. (420-224) 500 543, fax (420-224) 500 502 
e-mail: kaderabkova@nvf.cz, zukersteinova@nvf.cz 
website: www.nvf.cz/observatory 
Source: National Observatory of Employment and Training -
National Training Fund 
Netherlands 
School leavers suffer from economic recession 
Youth unemployment requires action 
The percentage of school leavers from senior sec-
ondary vocational education without a job has 
doubled over the last year to 8%. This is the con-
clusion of the yearly research (') from the Research 
Centre for Education and the Labour Market (Re-
searchcentrum voor Onderwijs en Arbeidsmarkt 
- ROA) regarding the chances of school leavers in 
the labour market. The aim of the research was 
to follow the perspectives of 35 000 school leavers 
until one year after their graduation. 
Youngsters having finished a short lower level train-
ing course in senior secondary vocational educa-
tion suffer most. They form the group with the high-
est risk of not finding a job within a year (8%), while 
only 4% of students who have completed a 3 or 4 
year training course in senior secondary vocation-
al education, have not found a job after one year. 
These figures require a prevention policy. In May 
2003, the government drafted main lines of 
policy, and followed this with a Youth Unem-
ployment Action Plan (2). This has been formulat-
ed with input from various actors involved, rang-
ing from city councils, centres for work and in-
come to educational institutions and social part-
ners. The main aims are to limit the percentage of 
youth unemployment to a maximum of twice the 
total unemployment rate, and to prevent long 
term unemployment by ensuring that every un-
employed young person gets back to work/school 
within half a year. 
These aims contribute to the realisation of the Lis-
bon objective to halve the number of people up 
to 24 years old without a qualification and of the 
national objective to reduce the number of early 
school leavers significantly (in 2010 a reduction 
of 50% in comparison to 2000). 
The action points formulated by the government, 
involve cooperative measures by various actors, 
such as the Ministry of Education, Culture and 
Science, the Ministry of Social Affairs and Em-
ployment and the Ministry of Justice, in the areas 
of early school leaving, counselling and guidance 
towards work or back to school, and cooperation 
for risk groups between justice, education and 
companies. Other measures involve active coop-
eration between the centres for work and income, 
the (sectoral) expertise centres for education and 
training and the labour market, and companies, 
for a good realisation of dual trajectories (learn-
ing and working) and the application of proce-
dures for accreditation of prior learning. The gov-
ernment will review certain (financial) measures 
in order to stimulate the introduction of tailor-
made education and training courses, especially 
for those with lower levels of education. 
(1) Researchcentrum voor Onderwijs en Arbeidsmarkt van de 
Universiteit Maastricht (ROA - Research Centre for Education and 
Labour Market, University of Maastricht). Schoolverlaters tussen 
onderwijs en arbeidsmarkt 2002 (School leavers between education 
and labour market 2002), in Dutch. ISBN: 90 5321 369 4 (ROA-R-
2003; 9A) Statistical annex: ISBN 90 5321 370 8 (ROA-R-2003; 9B). 
Maastricht. 2003. 
(2) De Geus, A.J., Van der Hoeven, M.J.A. Hoofdlijnen Plan van 
aanpak jeugdwerkloosheid (Main lines of youth unemployment 
action plan), in Dutch. Ministry of Social Affairs and Employment. 
The Hague. May 2003. 
http://docs.szw.nl/pdf/34/2003/34_2003_3_3653.pdf 
Plan van aanpak jeugdwerkloosheid: Een uitwerking van de 
hoofdlijnen notitie dd. 9 mei 2003 (Action Plan youth 
unemployment: an elaboration of the main lines publication of 9th 
of May 2003). Drafted with input from various actors involved. June 
2003. 
home.szw.nl/navigatie/dossier/dsp_dossier.cfm?view=ratio&se t j d 
=1101 
Further information: 
www.fdewb.unimaas.nl/roa (Research Centre for Education and the 
Labour market - ROA); www.minszw.nl (Ministry of Social Affairs 
and Employment). 
Source: ROA / Ministry of Social Affairs and Employment / CINOP 
Skills strategy white paper "21st Century Skills -
Realising Our Potential" 
Continued from page 1 
• make colleges and training providers 
more responsive to employers' and 
learners' needs by creating a demand-
led approach; 
• achieve better joint working across 
government and the public services 
through a new Skills Alliance based on 
a partnership between government, 
trade unions and employers. 
As part of the strategy to meet these 
challenges, the government is, for 
example, committed to strengthening 
the Modern Apprenticeship framework 
and to increasing uptake across the dif-
ferent sectors. Relating to apprentice-
ship, the White Paper commits the gov-
ernment to: 
• provide targeted support to individual 
learners for higher level skills at technician, 
higher craft or associate professional 
level; 
• provide better information, advice 
and guidance on skills, training and 
qualifications, so that people know 
what is available, what the benefits are, 
and where to go; 
• strengthen Modern Apprenticeships 
by, for example, removing the age cap 
so that adults can also participate and 
involving employers more closely. 
More broadly, the government is re-
viewing separately the vocational 
routes available to young people, fo-
cusing on employability skills and en-
terprise for young people and sup-
porting the development of e-learn-
ing. Other sections of the white pa-
per set out measures for improving 
continuing training. 
The response of employers' organisa-
tions is positive. The Confederation of 
British Industry (CBI) has said that the 
government 'is right to recognise the 
role of employers and is giving them a 
greater say in the content and delivery 
of training programmes'(2). 
The Trade Union Congress (TUC) has 
also welcomed the white paper, saying 
that 'the establishment of the Skills Al-
liance is a significant step forward in 
developing an effective policy frame-
work to raise the skill levels of the UK 
workforce' (3). 
(1) 21st Century Skills Realising Our Potential -
Individuals, Employers, Nation, ISBN No 0101581025 
Price £24 (EUR 32). 
Published by the Stationery Office: available on line 
http://www.tso.co. uk/bookshop 
Fax (44) 870 600 55 33 
E-mail: book.order@tso.co.uk 
The White Paper is also available at the Department 
for Education and Skills website at 
http://www.dfes.gov.uk/skillsstrategy/index.shtml 
(2) More could be found at 
http://www.cbi.org.uk/ndbs/press.nsf/38e2a44440c2 
2db6802567300067301b/bdb2d56d50eca9278025 
6d5c004f2825?OpenDocument 
(3) For further details, please refer to 
http://www.tuc.org.uk/skills/tuc-6926-f0.cfm 
Source: QCA 
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Turkey 
Progress towards the 
European employment 
strategy 
Portugal 
Temporary employment and vocational training measures 
The World Bank supports 
privatisation and mitiga-
tion of its economic and 
social side effects 
To support Turkey's economic 
reform, a project has been 
designed to reach targets in 
the privatisation programme 
and to alleviate its econom-
ic and social effects. The so-
called 'Privatisation Social 
Support Project' is funded by 
the World Bank. The law es-
tablishing the Turkish Em-
ployment Organisation 
(l$KUR ) was agreed in July 
2003 by Parliament. 
I§KUR replaces the previ-
ous Employment Brokerage 
Agency and is one of the 
agencies implementing this 
project. Labour redeployment 
services have been designed 
specifically to help workers 
displaced by the privatisation 
of state-owned enterprises 
and the unemployed to quick-
ly re-enter the labour force. 
i§KUR started to implement 
counselling, training, and 
temporary community em-
ployment programs initiated 
in March 2002. 
I§KUR 's counselling services 
cover a wide range of activi-
ties and use various methods 
(e.g. vocational and social 
counselling, provision of la-
bour market information, ap-
titude/interest assessment, job 
search/job club programmes, 
placement and relocation). 
The training programmes of-
fer vocational, general edu-
cation and literacy, entrepre-
neurship training for sma 
and micro-entreprises. The 
training and temporary com-
munity employment pro-
grammes (TCEP) are organi-
sed jointly with public, priva-
te or non-governmental or-
ganisations and I5KUR pro-
cures the services from them. 
The unemployed, registered 
with 15KUR , attend the cour-
ses. The partner organisati-
ons have to employ at least 
50% of those who comple-
ted the training courses and 
at least 10% of those who 
received counselling and par-
ticipated in TCEPs for a cer-
tain period of time. 
In July 2003, approximately 
7500 participants were re-
ceiving support, with near-
ly 2000 in guidance and coun-
selling measures and more 
than 5000 participating in 
training programmes. The 
total budget is Euro 4.4 mil-
lion. Activities to provide train-
ing and to promote the pro-
grammes in provincial direc-
torates, as well as informa-
tion activities geared towards 
the service providers, are on-
going. I5KUR has 117 of-
fices located throughout the 
country, but its number of 
staff (around 1800) is very 
low, when compared with its 
counterparts in the EU. The 
annulment of an earlier 
Governmental Decree by the 
Constitutional Court delayed 
its formal establishment, but 
the law, which came into 
force in July 2003, will make 
it possible to recruit new staff 
up to a new ceiling level of 
3100. 
For further information contact: 
ISKUR Project Team Leader 
Hayati Körpe 
World Bank Privatization Social 
Support Project 
Ziya Gökalp Caddesi No: 80 
Kurtulu 5 /Ankara 
Tel. (90-312)430 75 97-98-99 
pcu@oib.gov.tr 
e-mail: hkorpe@yahoo.com 
Website: 
http://www.oib.gov.tr/sosyal_destek/ 
social_project.htm 
Source: National Observatory/Turkish 
Employment Organization 
A number of temporary employment and vocational train-
ing measures incorporated in the employment and social 
protection programme (PEPS) adopted on 24 April 2003 
were introduced at the end of July 2003. 
The PEPS demonstrates a person-centered view of society, 
seeking to strike a balance between economic competi-
tiveness and social cohesion with respect to the organisa-
tion of enterprises, vocational training, education, job se-
curity, conditions for investment and research. In the fields 
of employment and vocational training this programme 
seeks particularly the following: to encourage the creation 
of new jobs and mobility; to reinforce mechanisms which 
promote vocational training; to enhance employabillty by 
giving priority support for enterprises which recruit and train 
unemployed people; to promote mechanisms to encourage 
enterprises to convert fixed-term contracts into open-end 
contracts; to combat inequality which undermines the re-
cruitment of certain categories of worker; and to simplify 
existing procedures so as to improve and facilitate access to 
employment and vocational training schemes. 
The temporary employment and vocational training mea-
sures included in this programme are the following: 
• training of skilled unemployed people; 
• training for skilled work; 
• employment-training; 
• extension and increase of assistance for recruitment; 
• encouragement of geographical and occupational mobility; 
• reduction in social security contributions in part-time 
work, tele-working and work at home; 
• assistance for unemployed people and those threatened 
with unemployment in enterprises which are being re-
structured, renewed, re-organised or modernised; 
• household jobs; 
• development of aid for handicrafts and natural, cultural 
and urban heritage; 
• contribution to the costs of maintaining jobs in the case 
of acquisition of enterprises which are closing down or 
are in a serious financial situation. 
It is also planned to set up a 'cyber-employment' service in 
every employment agency. This service will provide access 
to up-to-date databases of vacancies and 'situations want-
ed', opportunities for education/training and active em-
ployment schemes. It will also include a number of services 
addressed to job-seekers, persons seeking training and em-
ployers. 
Source: 
Decree Law no 168/2003 of 29/7 - 'Diário da República' no 173-1 Series A, 
'accessible on Internet at: http://www.dr.incm.pt/pdf1s/2003/07/173a00.pdf p. 4398 
Ministry of Social Security and Labour 
CID - Information and Documentation Centre 
Decree Law No 84/2003 of 24 April 2003 establishing PEPS is available on Internet 
at: http://www.dr.incm.pt/pdf1s/2003/04/096a00.pdf p.2660 
Portugal 
Technological innovation and employment: 
the case of Portugal 
The study which is about to be published (') entitled 'Tech-
nological innovation and employment: the case of Portu-
gal', was sponsored by the Institute for Innovation in Train-
ing (INOFOR) and produced with the assistance of exter-
nal experts. It has the aim of making a contribution to the 
formulation of innovative policies. 
The empirical nucleus of this study is an analysis of the re-
lations between technological innovation, competitive-
ness and employment in Portugal during the 1990s. 
A sectoral 'analysis covering the manufacturing industry and 
the services sector was carried out in order to clarify the re-
lationship between the re-structuring of production, on the 
one hand, and the different procedures to follow for the 
creation/suppression of employment or to bring about the 
required changes in qualifications, on the other. Innovation 
is considered to be an important factor for improving the 
international competitiveness of existing sectors and creat-
ing entirely new sectors. The distinction between innova-
tion in products and innovation in procedures is crucial, es-
pecially for employment. 
The study also dealt with some traditional sectors of indus-
try in Portugal and started with the identification of cor-
porate strategies - mainly in the technological field - and 
tried to determine their main repercussions on the volume 
and structure of employment. It also tried to identify the de-
cisive profiles for the development of innovation in com-
panies. 
A theoretical examination was undertaken of the social and 
organisational effects of technology and their impact on em-
ployment, vocational re-training and skills. Amongst other as-
pects taken into consideration were the technology transfer 
process and the role played by highly skilled human resources 
and policies for promoting technological innovation. 
For the purpose of comparison, a European macro-economic 
survey was conducted with the accent on the fundamental 
problems surrounding technological change and its reper-
cussions on employment. 
(1) The final report is planned for the end of 2003. At the time this Cedefop Info 
No 3/2003 goes to press a working document available: Valente, Ana Cláudia 
(Co-coord.) (2001), Inovação Tecnológica e Emprego, INOFOR, Lisboa (working 
document). 
By Isabel Salavisa - «Dinâmia»/ISCTE 
e-mail: isabel.salavisa@iscte.pt 
Extract from Inofor in Notícia, June 2003, p.4. Available on Internet at: 
http://www.expressoemprego.pt/Studio/companysites/inofor/imag/INOFOR_0703.PDF 
See also the opinion of Ana Cláudia Valente in Fórum Empresarial Ciência 
Tecnologia e Inovação No 73 of 7 April 2003: http://www.forum-
empresarial.pt/73_ana.htm 
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Estonia 
European structural fu 
boost human resource 
The Estonian government is giving priority 
to human resource development. Co-fi-
nancing by the European Social Fund (ESF) 
will help to implement the envisaged mea-
sures. 
The whole of Estonia, where GDP per capi-
ta is currently 42% of the EU average, falls 
under Objective 1 of the EU Structural Funds 
- development and structural adjustment of 
regions whose development is lagging be-
hind. 
To enhance competitiveness and to ensure 
a sustainable development of the economy, 
a well educated and flexible labour force is 
crucial. In general, Estonians value educa-
tion and attainment levels among the adult 
population are relatively high. However, their 
qualifications do not necessarily match with 
today's labour market demands. Unem-
ployment rates are high, while, at the same 
time, companies are lacking qualified labour. 
Strategies and action plans aimed at im-
proving education and employment have 
helped to ease the situation. But more needs 
to be done. The quality and esteem of vo-
cational education and training (VET) still 
need to be boosted. Employment prospects 
for young people are not particularly promis-
ing. Continuous education and retraining 
opportunities are still limited. 
nds 
development 
Human resource development (HRD) is thus 
one of the priorities of the "Estonian Na-
tional Development Plan (NDP) for the Im-
plementation of the EU Structural Funds -
Single Programming Document 2003-2006 "('), 
which was coordinated by the Ministry of Fi-
nance and approved by the Government 
in March 2003. 
The HRD priority, co-financed by the Euro-
pean Social Fund (ESF), will complement 
the different strategies and action plans 
that have been launched in the context 
of the "Joint Assessments of Employment 
Priorities (JAP) in Estonia" (signed by the 
Government and the European Commis-
sion in view of Estonia's accession to the 
EU) and the National Action Plan for Em-
ployment. 
To reduce school drop-out rates is one of the 
objectives of the HRD priority. This makes 
it necessary to bring education up-to-date. 
VET and VET-oriented higher education need 
to provide qualifications and skills that are 
useful for the labour market. In-service train-
ing and retraining opportunities need to be 
accessible for all, if people are expected to 
embark on lifelong learning. 
The Ministries of Social Affairs, Education 
and Research, and of Economic Affairs and 
Communications have jointly prepared four 
measures. Changing the educational sys-
tem to support employability and pro-
moting life-long learning opportunities for 
all is top of the list. To make enterprises 
more competitive, the second measure aims 
at encouraging them to invest in HRD, while 
the third focuses on the prevention and al-
leviation of unemployment and, thus, elim-
inating poverty and social exclusion. To im-
plement the wide range of action plans, 
programmes and initiatives as intended, 
smooth cooperation between the different 
actors in the public and private sector is re-
quired. Public sector training is called for 
and the fourth measure will therefore aim 
at familiarising civil servants with the pro-
cedures necessary to administer EU funds. 
52% of the ESF funding allocated to the HRD 
priority has been assigned to measure 1. It 
will help fund in-service training of teachers 
and lecturers, teaching materials and teach-
ing aids, as well as the development and im-
plementation of VET curricula. Career guid-
ance and counselling and activities that 
encourage drop-outs to re-enter education 
will receive support. 
The end of 2003 and the beginning of 2004 
are being dedicated to finalising the imple-
mentation procedures and organisation -
publishing the project implementation man-
uals, organising training for project promoters 
and potential applicants, as well as dis-
semination activities throughout Estonia. 
(') Alongside a number of objectives that are addressed on a 
horizontal basis, the NDP outlines the following priorities: 
Human Resource Development, Competitiveness of 
Enterprises, Rural Development and Agriculture, 
Infrastructure and Local Development, Technical assistance. 
Web-pages on Estonian National Development Plan for 
Implementation of the EU Structural Funds - Single 
Programming Document 2003-2006: 
http://www.fin.ee/index.php?id=5119 (English version) 
Further information: 
Ms Kaire Sõmer 
Foundation for Vocational Education and Training Reform in 
Estonia 
EU Structural Funds 
Liivalaia 2, 10118, Tallinn, Estonia 
Tel. (372) 6998 080 
Fax(372)6998 081 
e-mail: struktuurifondid@sekr.ee 
website: www.sekr.ee 
Katrin Jõgi 
Foundation for Vocational Education and Training Reform in 
Estonia 
Estonian National Observatory 
T_nismägi 11, 15192, Tallinn, Estonia 
Tel. (372) 6281 259 
Fax (372) 6418 200 
E-mail: katrin.jogi@hmb.ee 
www: www.sekr.ee 
Source: Foundation for Vocational Education and Training 
Reform in Estonia 
Vocational education and 
training in the Netherlands 
Vocational education and train-
ing in the Netherlands 
Monograph 7008 
Languages: en, nl 
Price: EUR 18.50 
Cat. No: HX-22-99-862-EN-C 
May be obtained from the EU sales 
offices 
Vocational education and train-
ing in Italy 
Short description 
Cedefop Panorama series 5139 
Languages: de, en fr, it 
Cat. No: TI-54-03-388-EN-C 
Free of charge on request from 
Cedefop 
Vocational education and train-
ing in the Netherlands 
Short description 
Cedefop Panorama series 5142 
Language: en 
Cat. No:TI-54-03-211-EN-C 
Free of charge on request from 
Cedefop 
New organisations and programmes 
ffl 
Ireland 
Competencies development programme for small and medium-sized enterprises 
While the leading Irish companies have 
long recognised the requirement for work-
force training, there is extensive evidence 
showing that such companies are in a 
minority and that most Irish companies are 
operating with skills levels, which are not 
as advanced as best international practice. 
This skills gap applies in both the services 
and manufacturing industry. The recent na-
tional social partnership agreement 'Sus-
taining Progress' (see Cedefop Info 2/2003) 
proposed addressing this gap in a Com-
petencies Development Programme "fo-
cused on the prioritised needs of people 
in employment". 
The aim of the programme is to raise the 
competency level of targeted employees in 
particular occupations and within specific 
sectors, to ensure that the national stock 
of skills matches the national human re-
source requirements for continuous growth. 
12 
These skills will be identified by research 
and/or consultation with the relevant in-
dustry/business representatives and other 
agencies. The programme will provide fi-
nancial subsidies to companies to enhance 
the competencies of specific members of 
the workforce, thus enabling those em-
ployees to cope with frequent and ongo-
ing changes in work practices. 
The programme, which will be administered 
by FÁS-Training and Employment Authori-
ty, replaces the Training Support Scheme 
(TSS). Under the TSS, grants were given di-
rectly to companies to train. In the Com-
petencies Development Programme, grants 
are given to training organisation to run pro-
grammes in specific sectors. The training or-
ganisations must be on the FÁS-approved 
national register of trainers. The programme 
will, within the limits of funds available, be 
open to employees in firms whose employ-
ment level is 250 employees or less, in the 
private sector. 
Ten key sectors have been selected. With-
in these, priority will be given to those in-
dustrial employees, especially in the gen-
eral operative category, who require up-
skilling, cross-sectoral skilling and portable 
skills development. The ten sectors include 
construction, chemicals, printing, paper and 
packaging, contract cleaning logistics, food 
and drink, and business-related services, 
for which courses are currently being pro-
vided in software development, customer 
service and good hygiene. 
Funding of EUR 4.5 million for the pro-
gramme will be provided by the Irish Ex-
chequer and the European Social Fund. There 
is a maximum grant of EUR 4 000 in respect 
of any single employee per programme in 
any one year. The rate of financial support 
for certified programmes leading to a recog-
nised qualification will be 60% of training 
costs, and for uncertified programmes 40% 
of training costs. An extra 10% of fund-
ing is available when training takes place in 
a designated disadvantaged region of the 
country. Proposed programmes must be de-
signed and developed to allow for access 
and transfer, and for progression. Training 
must be longer than three days, but there 
is no maximum length. 
For more information: 
Mr John McGrath 
Services to Business 
FAS 
Canal House, South Circular Road 
Dublin 8 
Ireland 
Tel. (353-1)607 0951 
Fax (353-1) 607 0618 
E-mail: jl.mcgrath@fas.ie. 
Source: FAS 
Germany 
17 000 new training 
places a year thanks 
to the training place 
developer' programme 
The Federal Ministry of Education Training and Re-
search (BMBF) is to reinforce the work of 'training 
place developers'. BMBF State secretary, Wolf-Michael 
Catenhusen announced in October 2003 that the pro-
gramme, which has already scored considerable suc-
cess in eastern Germany, is to be extended to prob-
lematic regions of western Germany in the course of 
the coming year. "The federal government supports 
firms creating new training places in accordance with 
their specific requirements". 
The BMBF-sponsored 'training place developers' ad-
vise firms on the creation of new training places, e.g. 
relieving them of red tape, drawing up training plans 
and establishing cooperation with vocational schools 
and inter-company training centres. This initiative has 
spawned the creation of some 17 000 new training 
places annually in eastern Germany in recent years. 
From 2004 onwards, the BMBF is to promote a fur-
ther programme for training place developers in west-
ern Germany in conjunction with the ESF, pushing up 
the total funding for the national deployment of train-
ing place developers to some EUR 10.5 millions per 
annum over the next two years with a total of 215 
training place developers operating - 155 in the 
east and 60 in the west. Catenhusen explained that 
the extension of the programme was in response to 
the deteriorating situation, especially in the west Ger-
man training market. "Whereas the situation has 
largely stabilised in eastern Germany, fewer firms in 
the western part of the country now participate in 
the training effort". The state secretary recalled that 
"the many small and medium-sized companies in our 
country (are) prepared to make a special training ef-
fort if they are afforded support. " 
Source: BMBF/Cedefop/CF 
Netherlands 
Integral approach - a guarantee for success 
Multiannual programme competence 
based learning and training started 
CINOP (the Centre of Innovation of Vo-
cational Education and Training) has, with 
the support of the Ministry of Education, 
Culture and Science, started a major pro-
gramme of pilot projects to develop dur-
ing 2003/4 competence based learning 
and training in senior secondary voca-
tional education. Projects are being car-
ried out together with regional training 
centres, institutions in the vocational ed-
ucation and training field, companies of-
fering on-the-job training and other part-
ners. The aim is to develop a 'practice-
theory' link with various examples of ap-
proaches to the design of competence 
based (vocational) education. 
How could competence based learning 
and training be defined? Various elements 
can apply to this broad concept. In the 
programme, two things are essential: 
• competence based education is explicitly 
aimed at the key issues or problems in 
occupations and careers, and prepares 
the learner to deal with them; 
• the accent is put on an optimal 
competence development of the learners, 
tailored to their personal wishes and 
possibilities. 
• The aim of competence based education 
is to train people to become competent 
citizens and professionals. Competences 
and competence development are the 
pivot around which content, programming, 
organisation and pedagogic-didactical 
design of the educational process should 
be developed. 
Experiences have shown that this devel-
opment touches upon all these differ-
ent aspects of the educational organisa-
tion and the relation between school and 
company. Therefore, the integral approach 
is the key to success. All projects in the 
framework of the multiannual programme 
take into account all aspects of the edu-
cational process and look at the relation-
ship between: 
• the structure of the courses (both the 
structure itself and the relation between 
the courses in senior secondary vocational 
education and those in preparatory 
secondary vocational education and higher 
professional education), 
• the programming of the courses, 
• assessment and examination, 
• organisation of the primary process, 
• didactics, 
• guidance and counselling. 
Additional aspects such as cooperation 
with companies in the region and within 
implementation teams are also taken 
into account. In 2002, pilot projects start-
ed in sectors such as construction, met-
al, ICT, retail and health and welfare. In 
2003, new projects were to be launched 
in adult education. 
Another part of the multiannual pro-
gramme is dedicated to specialised stud-
ies. The results of these studies will be 
used as input in the projects. Examples of 
studies carried out in 2002 are: 
• competence based examination with 
the use of ICT, 
• competence based learning material 
using ICT, 
• guidance of students in an e-learning 
environment, 
• portfolio as an instrument in competence 
based learning and training, 
• development of the role of teachers 
and professionalisation of teachers and 
trainers, 
• responsibilities in the process from 
qualifications to courses. 
This programme places the innovation 
and development of vocational education 
in the framework of a lifelong of learn-
ing. The aim is to define learning trajec-
tories directed at the development of the 
(professional) identity of the learner, the 
transfer to higher levels of vocational ed-
ucation and continuing learning during 
employment. 
Further information: José van de Berg, Senior consultant 
and Project Leader, jberg@cinop.nl 
CINOP has published various books and articles on this 
topic. For more information, contact ¡nfo@cinop.nl 
Source: CINOP 
VET qualitg - certification sgstems E 
Netherlands 
Yearbook qualification structure 
Moves towards a competence based qual-
ification structure have been taking place 
in the Netherlands for some years now (for 
example, see Cedefop Info 2/2002). The 
2002 qualification structure yearbook ('), 
deals with questions relating to the design 
and implementation of a competence based 
qualification structure in initial senior sec-
ondary vocational education. 
The publication refers to two important re-
ports that were published in 2002: 
a) the report (2) from Colo (Association of 
expertise centres for vocational education 
and labour market): 'Samen werken aan 
leren' (Working together on learning), pre-
sented to the Minister in July 2002, and 
b) the advisory note (3) from ACOA (Advi-
sory Committee for Education and the Labour 
Market) on the Colo report: Van kerncom-
petenties naar een toegankelijke, valide en 
effectieve kwalificatiestructuur (from core 
competences towards an accessible, valid 
cedefopinffo 3/2003 
and effective qualification structure), pub-
lished in autumn 2002. 
With these reports in mind, the authors re-
flect in the first part of the yearbook on a 
variety of issues dealing with the develop-
ment and implementation of a VET compe-
tence based qualification structure. 
• How attractive is the qualification structure 
for the actors in the labour market? After 
examining the progress made on this topic 
between 1998 and 2002, one article asks 
how the options for the individual and the 
options for the labour market and professions 
can be interlinked in a meaningful way. 
• What are the possibilities to develop 
qualifications in three situations, firstly, in 
the process of formulating occupational 
profiles based on competences; secondly, in 
the integration of occupational-, learning-
and citizenship- competences in the career 
perspective; and thirdly, when using the 
profiles for the design and programming of 
education? The conclusion is that much more 
creativity can be applied! 
• The article on the courses at level 1 - that 
is the assistant level, below start qualification 
- argues that this level should be radically 
redefined into broader (not sector-specific) 
qualifications. The courses should be designed 
at regional level by educational institutions 
and regional employer bodies. This implies 
that the expertise centres for education and 
labour market (formerly known as national 
bodies for vocational education) would have 
to give up their coordinating role when talking 
about qualifications at this level. 
The second part of the yearbook discusses 
the mono- or multi-functionality of the qual-
ification structure for senior secondary vo-
cational education. It deals with issues around 
initial and post-initial education and train-
ing, guidance counselling and career devel-
opment, accreditation of prior learning and 
assessment. 
(') Blokhuis, F. , Visser, K., Jaarboek Kwalificatiestructuur 
2002 (Yearbook qualification structure 2002), publication in 
Dutch. CINOP. November 2002. ISBN: 90-5003-391-1. (mail 
to verkoop@cinop.nl to order this publication). 
(') Samen werken aan leren: naar een competentiegerichte 
kwalificatiestructuur voor het middelbaar beroepsonderwijs 
(Working together on learning: towards a competence 
based qualification structure for senior secondary vocational 
education), in Dutch. ACOA (Advisory Committee Education 
and Labour Market) / Colo, vereniging kenniscentra 
beroepsonderwijs bedrijfsleven (Association of expertise 
centres for vocational education and industry). Zoetermeer. 
2002. (No ISBN number). 
(3) Adviescommissie Onderwijs-Arbeidsmarkt (ACOA -
Advisory Committee Education and Labour Market). 
Transparant beroepsonderwijs, perspectiefvolle loopbanen: 
de ontwikkeling van een valide, effectieve en toegankelijke 
kwalificatiestructuur voor competentiegericht middelbaar 
beroepsonderwijs (Transparent vocational education, careers 
with perspective: the development of a valid, effective and 
accessible qualification structure for competence based 
senior secondary vocational education), in Dutch, 's-
Hertogenbosch. 2002 (no ISBN). 
Further information: info@cinop.nl 
Source: CINOP 
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Belgium 
Validation of prior learning and skills 
Flanders: Validation of skills 
acquired through experience 
From now on employees or job-
seekers can obtain 'validation 
of skills acquired through ex-
perience' if they can prove that 
they have acquired certain skills 
necessary for the exercise of their 
occupation. These skills can 
be obtained through appren-
ticeship or training or, quite sim-
ply, through experience at the 
place of work, in daily life or 
through work in clubs and so-
cieties. This measure has been 
inspired by what is happening 
in France today. 
The Flemish Government has 
approved the draft decree on 
the validation of skills acquired 
through experience. Through 
this validation of skills acquired 
through experience, the Flem-
ish Government aims to en-
abling thousands of Flemish 
people to obtain a vocational 
qualification because of the ex-
perience they have gained. This 
validation ensures social ad-
vancement for employees, and 
a qualification upgrade for thou-
sands of people who left school 
without a certificate. Recogni-
tion of skills acquired outside 
the education system can, for 
some people, lead to a better 
paid job; for others, it means 
an evaluation of their knowl-
edge and their aptitudes; for 
yet others this recognition will 
facilitate their search for a job 
because they will now be able 
to show the employer evidence 
of their competences. 
Each person has the right to start 
a recognition procedure for a 
vocational certificate free of 
charge. The recognition of skills 
will always be linked to an oc-
cupation or a specific speciali-
sation, e.g. mason, multi-skilled 
employee or travel agent. 
The skills will be assessed on the 
basis of occupational profiles de-
veloped by the Economic and 
Social Council of Flanders (SERV). 
These profiles describe all the 
tasks which have to be performed 
by the employee and the skills 
required for this purpose. Any 
employee or jobseeker who wish-
es to acquire this recognition of 
his skills should take three steps. 
Firstly, all the skills and compe-
tences which a person has will 
be compiled in a dossier. After 
this, these skills and competences 
will be assessed. The outcome 
can be the immediate acquisi-
tion of a certificate. But this will 
not always be the case and ad-
ditional training may be required. 
Thus, if a person does not re-
ceive the certificate automati-
cally, he or she will be informed 
of the additional skills needed 
to obtain the, certificate. 
The Flemish authorities have 
to designate the bodies which 
will be responsible for assess-
ment and recognition. If every-
thing proceeds as planned, the 
system will be launched at the 
beginning of 2004 for some fif-
teen occupations. 
For more detailed information: 
http://www.vdab.be 
Source: Gestion Média et bibliothèque 
VDAB 
French-speaking community in Bel-
gium: Establishment of a common 
system for skills validation (') 
On the initiative of the Minister for Higher 
Education, Courses for Social Ad-
vancement and Scientific Research, 
Madame Françoise Dupuis, the Govern-
ment of the French-speaking Commu-
nity has approved, at final reading, a 
draft decree approving the cooperation 
agreement of 23 October 2002 con-
cluded between the French-speaking 
Community, the Walloon Region and 
the French Community Commission on 
skills validation in the field of continu-
ing vocational training. 
This cooperation agreement sets up a 
common system for validation of skills 
acquired outside the school systems. 
From now on, low-qualified workers 
or jobseekers can get recognition of 
the skills acquired through experience 
of life, work and vocational training. 
A 'skills certificate' will be proof of these 
vocational qualifications and can be 
used when seeking employment. 
Various public-sector adult training 
providers (FOREM, Bruxelles-Formation, 
IFPME) and those providing courses for 
social advancement will be 'linked' by a 
single system of validation. Thus, the co-
operation agreement will facilitate and 
simplify work entry approaches. 
This will also provide better access to 
education thus promoting démocrati-
sation. Skills validation also has the aim 
of encouraging more people to take up 
their studies again by joining the cours-
es for social advancement. 
The main beneficiaries of this coopera-
tion agreement will be people who have 
not always had the opportunity of be-
ginning or completing studies. 
(1) Cf. Cedefop Info No 3/2002 page 19 and online: 
http://www2.trainingvillage.gr/download/Cinfo/Cin 
fo32002/C32M3FR.html 
For more detailed information: 
http://www.cfwb.be/actu 
Source: FOREM 
Norway 
Apprentices to assess their 
own training on the Internet 
Apprentices will, from this 
autumn, be able to influence 
and assess their practical train-
ing period in the companies. 
The Norwegian Board of Ed-
ucation has, at the request 
of the Ministry of Education 
and Research, developed a 
tool Apprentice Inspectors. 
This ¡s a net-based ques-
tionnaire, where the ap-
prentices can assess their own 
teaching and learning situa-
tion. All aspects related to 
the training are touched up-
on, including the well being 
of the apprentices. 
"It is important that we take 
all aspects of the apprentices' 
teaching environment seri-
ously and simplify the con-
ditions for improving their 
learning and teaching envi-
ronment", says Mr Jostein 
Osnes, Chief Executive Offi-
cer of the Norwegian Board 
of Education. 
The aim of the service is to 
give the responsible party, 
the county administration, a 
practical tool for self-assess-
ment, but it is also a devel-
opment of the existing "pupil 
inspectors" tool introduced 
in 2001. 
The assessment is carried out 
during the apprentice's prac-
tical training in a company, 
but the results can be used 
by all parties involved in the 
teaching and training of the 
apprentices, the company, 
the training office, and the 
county council, as well as the 
national authorities. 
The assessment form con-
sists of seven parts; motiva-
tion, well being, involvement, 
guidance, teaching aids, cur-
ricula, health and safety and 
environmental issues. 
More information: 
Mr Jan Fredrik Stoveland, 
Norwegian Board of Education, 
E-mail: jfs@ls.no 
Ms Angela Kreher, 
Norwegian Board of Education, 
E-mail: akr@ls.no 
Source: Teknologisk instittutt, Norway 
Bulgaria 
The priority: setting standards 
Developing national standards is a priority in Bul-
garia's efforts to upgrade the vocational education 
and training system. 
Today's labour market requires a more flexible vocation-
al education and training (VET) system. Bulgarian train-
ing institutions have realised the pressing need for uni-
fied criteria to ensure the comparability and quality of vo-
cational qualifications. Introducing national standards thus 
constitutes an important step towards enhancing the qual-
ity of VET. This will help align Bulgarian qualifications with 
those in other European countries. It will also constitute 
an important element for the accreditation of vocation-
al qualifications acquired outside the higher education 
framework. 
After a two-year debate at national level, it was decided to 
develop the national VET standards on the basis of occu-
pational competences. This approach puts an emphasis 
on identifying activities, which are typical of a given occu-
pation at different work places. For this purpose informa-
tion is gathered in two ways. On the one hand, employers, 
employees and trainers have to fill out questionnaires. On 
the other, prominent specialists in the given occupational 
field monitor practices at the work place. This method was 
chosen because it brings VET closer to the world of work, 
and also provides the opportunity to reflect complex eco-
nomic activities and social reality in the design of training 
programmes. 
In line with this approach, the national VET standards 
are to outline training objectives and results, as well as the 
basic key and specific vocational competences required for 
each training programme, regardless of its form or dura-
tion. The common framework provides a unified structure 
and content of the standards for all occupations, which 
include the following elements: occupational profile, train-
ing objectives, training content, evaluation and certifica-
tion of vocational competences, requirements for trainees 
and those that the training facilities have to meet. 
The National Agency for Vocational Education and Training, 
which was set up on the basis of the Vocational Education 
and Training Act adopted in 1999, is the body responsible 
for the development of the national standards. Its tripartite 
board of directors and expert committees comprise repre-
sentatives from ministries and other state institutions as well 
as employers' and employees' organisations. 
Developing standards for around 180 occupations started 
in 2001. By August 2003 the standards for 25 occupa-
tions were ready to be approved, with another 25 still in the 
pipeline. The aim is to complete the work for all the re-
maining occupations by 2006. This might seem a somewhat 
cumbersome process. However, it is an important one in or-
der to ensure that the vocational qualifications acquired at 
Bulgarian educational institutions (and the certificates is-
sued) will be recognised at international level. 
For further information, please contact: 
Maria Antova 
National Agency for Vocational Education and Training 
Tel. (359) 2 875 0223 
Fax (359) 2 973 3358 
E-mail: M.Antova@navet.government.bg 
Website: www.navet.government.bg 
Source: National Agency for Vocational Education and Training/National 
Observatory 
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Malta 
Towards recognition and transparency of vocational qualifications 
qjujl 
With the implementation of the Act on mutual recog-
nition of qualifications passed in 2002, Malta re-
sponds to the challenge of increasing mobility 
The Malta Qualification Recogni-
tion Information Centre (QRIC), es-
tablished as the official national 
body to deal with recognition and 
comparability of both academic 
and vocational qualifications, co-
ordinates the different agencies 
and authorities which are entitled 
to evaluate and award credentials 
and licenses. 
As part of its commitment to sup-
port and promote co-operation in 
the field of vocational education 
and training (VET), the Malta QRIC 
is in the process of setting up a 
National Reference Point (NRP) as 
part of the European Network of 
reference centres for vocational 
qualifications. The Malta QRIC 
is also a member of other relevant 
networks, namely the National 
Academic Recognition Informa-
tion Centre (NARIC) and the Euro-
pean Network of National Infor-
mation Centres (ENIC). 
This ensures making the best use 
of resources and the development 
of an integrated approach to ed-
ucation and training. It also en-
ables the timely dissemination of 
information from the EU, UNESCO, 
and the Council of Europe, re-
lated to the issues of recognition 
of academic and vocational qual-
ifications. 
The Malta QRIC is currently work-
ing on a legal framework aimed at 
strengthening the administrative 
system, which processes requests 
for recognition of academic and 
vocational qualifications and which 
promotes transparency instruments, 
such as the European CV format 
and the common certificate and 
diploma supplement. A website 
has been designed to give more 
information on the CV and how 
to use it. It has been disseminated 
to the chief government employ-
ment office and it has been adopt-
ed as a tool, which must accom-
pany applications for some public 
service posts. 
The Malta QRIC recognises the ad-
vantages that the Certificate Sup-
plement has to offer. It is now hoped 
that stakeholders concerned, (so-
cial partners, employers, guidance 
services, colleges) will join in ef-
forts to launch and develop these 
transparency instruments, which 
give an added dimension to voca-
tional qualifications and enhance 
their credibility. 
Contact person: 
Margaret M. Ellul 
Malta Qualification Recognition Information 
Centre (Malta QRIC) 
Ministry of Education 
Great Siege Road 
Floriana 
Tel. (356)21 22 8194 
Fax (356) 21 239842 
E-mail: margaret.m.ellul@gov.mt 
Website: http://www.education.gov.mt/ 
Source: QRIC 
Financing of training 
ffl 
Italy 
Continuing training: 
joint multi-sectoral funds launched 
The Italian continuing vocational training 
system, financed through public and Com-
munity funding, such as the European So-
cial Fund and measures stipulated by Laws 
No 236/93 and No 53/00, is to be endowed 
with a new financial instrument in the form 
of the joint multi-sectoral funds. The funds 
are to be managed by the social partners 
under the supervision of the Ministry of Em-
ployment and Social Policies. As the inter-
ministerial decree (D.I. 23/4/2003) defining 
the terms and criteria for the allocation of 
the resources already envisaged under Ar-
ticle 118 of Law No 388/00 has been reg-
istered by the Court of Auditors, the de-
cree for the distribution of the resources, 
which provides for a total of EUR 96 mil-
lion for the launch of the activities of the 
joint multi-sectoral funds, has now come 
into effect. 
The Italian continuing vocational training sys-
tem covers all post initial training programmes 
for re-training or updating the training of 
adult workers. Law No 236/93 identifies as 
continuing training "any action addressed 
to employed or jobless adults in which work-
ers may engage on the basis of their free 
choice. The activities include those imple-
mented by companies with a view to the re-
or upskilling of the workforce in response to 
technological innovation". 
The measures implemented by the Min-
istry of Employment in the framework of 
Law 236/93 from 1996 up to the present 
date have involved a total spend of over EUR 
690 million, more than 600 000 private-sec-
tor employees and some 51 000 firms. Com-
pany, sectoral and territorial training plans 
promoted by the social partners have been 
financed in the areas of quality assurance, 
technological and organisational innovation 
and health and safety. The law moreover in-
troduced an experimental voucher system 
to cater for individual training demand, used 
by the regions. The vouchers have been used 
by over 10 000 workers in the framework 
of measures funded under Law 53/00 (over 
EUR 30 million to date). 
Starting up the system was largely possible 
thanks to European Social Fund funding (Ob-
jective 4) under 1994-99 programming. More-
over, a total of EUR 1.5 billion has been ear-
marked for the development of continuing 
training under the current regional and na-
tional operational programmes (OP) for 2000-
2006 and the specific measures (section D) 
envisaged by the Community Support frame-
work (CSF). 
However, the data point to a low continu-
ing training effort in SMEs. Only medium 
and larger firms adopt training plans with 
actions that are implemented in internal or 
external training structures. It is hoped 
that the introduction of the joint multi-
sectoral funds, financed by an employers' 
contribution, will secure a more active role 
for SMEs. The funds are to be managed by 
the social partners, operating through bi-
lateral bodies that have been set up, in con-
junction with the Ministry of Employment 
and Social Policies and with the regions. This 
will occur in the context of the Continuing 
Training Observatory established by the fi-
nance act of 2003. The social partners will 
therefore play a key role in defining a new 
system of rules for access to funding, with 
the Observatory setting the general guide-
lines to guarantee the universal involvement 
of Italian workers. 
Further information at www.welfare.gov.it 
Source: Isfol (Alessandra Pedone) 
Austria 
Training vouchers as a motivation 
for continuing training 
Continuous price hikes could mean the ex-
clusion of the low-skilled from necessary con-
tinuing vocational training. The Austrian 
Chamber of Labour has scored some suc-
cess in its efforts to counteract this trend. 
Despite the ever-increasing need for con-
tinuing vocational training - preferably as 
lifelong learning - those engaging in con-
tinuing vocational training (CVT) are not 
evenly spread throughout society. Across 
Europe, those with higher-level qualifications 
tend to engage in CVT more than people 
with lower-level qualifications, although it is 
the latter group which is in greatest need of 
acquiring new skills. 
In Austria, inadequate continuing training 
and the lower motivation of those with low-
er-level qualifications has been further ag-
gravated by the continued price hikes for CVT 
provision in recent years. While low-level qual-
ifications mean exclusion from company con-
tinuing training strategies, high costs make 
CVT prohibitive; as a result, the low-skilled 
remain low-skilled. Training vouchers offer a 
possible means of breaking through this vi-
cious circle. Although the effectiveness of 
training vouchers is undisputed, it had not 
been clear whether vouchers also reached 
the educationally excluded. Studies conducted 
by the Austrian Chamber of Labour (Ar-
beiter-kammer) have now shed light on 
this issue. 
The Chamber of Labour is concerned by this 
issue insofar as it is the statutory represen-
tative of Austrian employees. In this capac-
ity, it introduced a system of training vouch-
ers in 2002 to bring training within the reach 
of its members and thereby motivate them 
to take up further learning. The vouchers 
can be requested by members by telephone, 
fax or e-mail and can be exchanged for 
approx. 1 700 adult training courses within 
the period of a year. 
Evaluation of this system has shown that the 
motivation strategy has paid off: 18 % of 
respondents had participated in a course on 
the basis of a training voucher, but 45 % of 
these indicated that they would not have 
undertaken this training without the vouch-
er system. 
A new and surprising finding emerging from 
the study is the sustainability effect triggered 
by the training vouchers: 71 % of respon-
dents replied that they definitely intended 
to participate in a further course. 
The Austrian experience shows that a combi-
nation of unbureaucratic access, financial sup-
port and a wide range of training provision is 
needed to make training vouchers efficient 
tools in combating educational exclusion, in-
equality and social disadvantage. Perhaps this 
experience will revitalise the ossified debate 
on the funding of training in Austria. 
Further information from: 
Michael Tolle 
Arbeiterkammer, Vienna 
Tel. (41-1)501650 
Michael.ToeLLE@akwien.at 
http://www.akwien.at/ 
Source: Refer - abf Austria/Helmut Hafner 
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Belgium 
An estimate of public vocational training expenditure 
It is not an easy exercise to identify the financial 
appropriations allocated to vocational train-
ing policies by a particular country. The more 
sources consulted, the greater the realisation 
tends to be that a plethora of definitions and 
accounting methods are applied in this field 
at the level of specific measures, expressed in 
different units, sometimes other than finan-
cial. Against this background, the Walloon 
public authorities have commissioned a study 
to take stock of the available data and to serve 
as a pilot project for the construction of glob-
al financial indicators. 
The Research Centre of the Walloon Econo-
my of the University of Namur, which has 
been working in this field since 2001, has 
put forward an estimate of Belgian public 
vocational training expenditure on the basis 
of budgetary previsions with the support 
of the research and statistics department of 
the ministry. 
A detailed examination of the methodology 
is particularly important to clearly delimit the 
realties measured. 
Certain criteria for decision-making are ap-
plied systematically, regardless of the level 
of authority involved. They range from the 
selection of the budget to be considered and 
the sources consulted to the type of appro-
priation listed. 
Although in Belgium, a federal sfate com-
posed of regions and communities, voca-
tional training falls under the competence 
of the regions, appropriations in the com-
munity budgets were nevertheless examined 
and entered into the accounts, under the as-
sumption that they are to be regarded as 
training expenditure. Accordingly expendi-
ture for the re-training of the personnel of 
the Walloon administration is entered under 
the same heading as expenditure for the re-
training of teaching staff, covered by com-
munity budgets. Not to forget are federal 
appropriations, which appear as vocational 
training expenditure in the labour market 
policy databases. 
The type of expenditure to be included in 
the estimates was established gradually by 
successive choices taken as the various head-
ings were identified. With no claim to be-
ing exhaustive, the following schemes and 
fields were taken into account: vocational 
training for jobseekers, the self-employed, 
persons with disabilities, literacy programmes, 
certain integration schemes leading to the 
acquisition of work experience, 'social pro-
motion' measures and alternance training. 
On the other hand, other types of expendi-
ture were excluded, e.g. items linked to cul-
tural training programmes, full-time tech-
nical and vocational education, as well as 
debt servicing and capital expenditure, and 
higher (university or non-university) edu-
cation. 
On the basis of this method, the vocational 
training expenditure of the Belgian federal 
entities is estimated at EUR 866.3 million 
in 2001, EUR 202.7 million of which in the 
Walloon Region. This is the figure indicat-
ed in two official Walloon reports, the first 
addressed to the European Commission on 
the follow-up of strategies and policy guide-
lines in the field of lifelong learning, and the 
second to Cedefop in the framework of a 
recent collection of data. 
The estimates for the years 2002 and 2003 
are being prepared according to a typology 
that is as detailed as possible so as to serve 
as a basis for international comparison us-
ing Eurostat and OECD figures. These two 
bodies have been (and will continue to be) 
consulted with a view to methodological dis-
cussions. In the interest of the ongoing de-
velopment of the work at hand, the author 
welcomes any comments or exchanges of 
views on the assessment of vocational train-
ing expenditure. 
Source: FOREM 
Weickmans, G. Une estimation des expenditure publiques 
régionales de formation professionnelle en 2001, située dans 
une perspective internationale. In: Contribution au 15éme 
Congrès des Economistes Belges de Langue Française, 
Commission 2, p. 109-121, November 2002. 
A summary of this article is published in the September 2003 
edition of Wallonie (this journal can be ordered on the 
website www.cesrw.be). Electronic versions are available 
from the author on request: 
geraldine.weickmans@fundp.ac.be. 
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Special target groups m 
Germany 
Integration through qualification 
Why do only a small proportion of young 
people of foreign origin living in Germany 
undergo vocational training? And, on the 
other hand, why do foreign-owned firms 
tend to offer fewer training places than Ger-
man companies? These were some of the is-
sues discussed at a media conference held 
at the press and information office of the 
federal government in summer 2003. The 
conference was attended by publishers, ed-
itors and journalists of the Greek, Italian, 
Russian, Croatian and Turkish media in Ger-
many. These, as highlighted by Federal Min-
ister for Education and Training, Edelgard 
Bulmahn, " reach the eight million or so res-
idents of foreign origin in Germany and 
the approx. Five million citizens of migrant 
origin on a daily basis", 
The fact that only 35% of youngsters of non-
German origin engage in in-company vo-
cational training (compared to 65 % among 
16 
German youngsters), that 73% of jobless 
foreign citizens are unskilled and that only 6 
% of foreign-owned enterprises participate 
in the training effort, clearly points to an 
enormous information deficit at this level. 
The minister stated that "if, together with 
all stakeholders, we can manage to achieve 
both goals - an increased training effort 
among foreign-owned firms and a higher 
motivation for training among young mi-
grants - we will be on the right path". She 
estimated that there is scope for the creation 
of approx. 11 000 additional training places 
in foreign-owned firms. 
The President of the Association of Ger-
man Chambers of Industry and Commerce 
(DIHK), Ludwig Georg Braun, emphasised 
the necessity to integrate immigrants at an 
earlier stage, pointing out that employees of 
migrant origin were usually fully integrated 
in the workplace, unlike in their private 
life. Describing foreign youngsters' bilin-
gualism as "an incredible advantage", he ex-
pressed his conviction that youngsters with 
these skills and relevant educational quali-
fications were highly welcome in industry. 
" However it still appears to be necessary to 
tell companies that there is a potential out 
there which has yet to be tapped". At the 
same time the DIHK President called upon 
citizens of migrant origin to get more in-
volved and make use of existing means of 
co-determination. 
In her concluding statement to the confer-
ence, Federal Commissioner for Migration, 
Refugees and Integration, State Secretary 
Marieluise Beck, stressed young migrants' 
need for support. Confirming that in the 
wake of the results of the PISA study, the 
Länder ministries of education were now pre-
pared for structural changes in pre-school 
and school-based education, she recalled the 
importance, not only of starting off with lan-
guage coaching as early as kindergarten lev-
el, but also of providing instruction in Ger-
man as a second language throughout school-
ing, and possibly also in parallel with voca-
tional training. "We have still got to make 
society understand that immigration is a stim-
ulant for the economy, for culture and for 
demographic development in Germany", re-
marked Beck. 
Further information is available on the Kausa (national 
coordination centre for traineeships in foreign-owned 
companies) und Pro Qualifizierung websites. Both of these 
Cologne-based programmes operate nationally and aim to 
encourage the participation of migrants in training and to 
motivate foreign-owned firms to participate in the training 
effort: www.kausa.de and www.proqua.de. 
Source: BIBB 
Romania France 
Think globally, act locally Occupational integration of the disabled 
Prioritising educational 
measures on the basis of 
geographical areas and 
tailoring intervention pro-
grammes to local needs 
During 2003 and 2004, the 
Bucharest Institute of Edu-
cational Sciences, is piloting 
an intervention programme 
to address social exclusion 
problems related to low school 
enrolment and high drop-out 
levels, especially by Roma 
children. It draws on the mod-
el of educational priority ar-
eas developed in other Euro-
pean countries (e.g. zones 
d'éducation prioritaires in 
France and education action 
zones in the UK). The pilot 
project is financed by UNICEF 
Romania and has local com-
munity support. 
The aim is to devise and sup-
port education programmes 
and projects in geographical 
areas that have been identi-
fied as socially disadvantaged. 
The purpose of these edu-
cational priority areas is to 
improve educational achieve-
ment in schools through a 
comprehensive approach that 
comprises a combination 
of different strategies. Mo-
bilising local action is a key 
instrument. 
Programmes are launched to 
ensure basic skills and a min-
imum of vocational train-
ing for young people, par-
ticularly young Roma, who 
have dropped out of school 
before completing compul-
sory education in order to 
enter the labour market. Other 
initiatives aim at increasing 
access to secondary educa-
tion and job insertion. 
The underlying philosophy 
of all the initiatives and pro-
grammes is that positive re-
inforcement is required to 
create favourable learning 
conditions. Hence, they aim 
at triggering positive change 
in children and young peo-
ple, at a cognitive, attitudi-
nal, behavioural and moti-
vational level. Removing bar-
riers from people's minds and 
thereby improving relation-
ships between the majority 
population and the Roma 
ethnic minority, are key fea-
tures of the overall approach. 
To do this, the institutional 
capacity of schools needs to 
be developed in order to raise 
the quality of education. To 
attract more people into ed-
ucation and to create the 
conditions for effective part-
nerships, a school needs to 
diversify its functions. By turn-
ing into a resource centre for 
students, parents and oth-
er members of the commu-
nity, it can play a more sig-
nificant role in the commu-
nity and thus positively in-
fluence the ¡mage of educa-
tion and training. 
The pilot project is being car-
ried out at a school in Gi-
urgiu, a town situated south 
of Bucharest, which is socially 
and economically disadvan-
taged and has a high con-
centration of Roma popu-
lation. 
To improve the learning en-
vironment, the school infra-
structure is being up-grad-
ed. A specific alternative cur-
riculum, based on the ob-
jectives of the national cur-
riculum has been designed 
in the spirit of the philoso-
phy outlined above. The 
school manager and teach-
ing staff have received train-
ing in how to apply the al-
ternative curriculum, in school 
and class management, in-
tercultural education, and es-
tablishing and fostering 
school/community relation-
ships. 
A vocational education and 
training module addressed 
to 13 to 16 year-olds, who 
have never been enrolled in 
school, will be designed. Two 
specially equipped workshops 
and a resource centre for pro-
viding vocational counselling 
and guidance for students 
and parents, have been es-
tablished. 
Further information from: 
Mihaela Jigãu 
Head of Evaluation Department 
Institutul de Jtiinte ale Educatiei 
(Institute of Educational Sciences) 
Stirbei Voda 37 
70732 Bucharest 
Romania 
E-mail: Mihaela.J@ise.ro 
Tel./fax(40-21)315 87 05 
Website: www.ise.ro 
Source: Institute of Educational 
Sciences, Evaluation Department 
In its plenary meeting on 28 May 2003 the Economic and 
Social Council (CES) adopted an opinion on 'the occupa-
tional integration of people with a disability into an ordi-
nary environment'('). At the end of its deliberations, the CES 
stated that 'the efforts undertaken by the nation to bring 
about the social and occupational integration of disabled 
people remains unsatisfactory'. It called for a vote on a mul-
ti-year planning law which will 'rationalise and improve the 
established aids with enhanced institutional coherence'. A 
fresh impetus was also 'indispensable so that the nation can 
guarantee people with a disability full participation in so-
ciety'. 
While looking at the current situation, the opinion recalls that 
the objectives laid down in the Law of 1987, encouraging the 
recruitment by enterprises and administrations of disabled peo-
ple, so that they make up at least 6% of their total staff, are 
far from being attained. 'The employment rate has levelled off 
at 4%'. More than one-third of private-sector enterprises sub-
ject to this employment obligation prefer to pay contributions 
to the Association de Gestion du Fonds pour l'Insertion pro-
fessionnelle des Personnes Handicapées - Association for the 
Administration of Funds for the Occupational Integration of 
Disabled People (AGEFIPH) (2) rather than actually recruit dis-
abled people. For its part, the State, as employer in all areas 
of the public sector, does not have a higher employment rate 
for disabled people than the private sector. 
For the CES, initial and continuing vocational training is one 
of the ways of promoting integration in the working world. 
However, successful integration pre-supposes overall com-
mitment and customised support for the projects of indi-
viduals. Agefiph should therefore be backed up in its efforts. 
In so far as current provision for the training of disabled 
workers does not cover all identified needs, the opinion pro-
poses that specific training courses should be assessed and 
linked with other schemes organised in an ordinary envi-
ronment. Without going as far as to lay down a quota for 
training places, the CES underlines 'the benefits of reserv-
ing places in training organisations or vocational training' 
for disabled persons. 
As for access to a qualifying training, it is often hampered 
by the lack of the necessary entry level. 'It would be useful 
to think of an arrangement which links previous training 
Belgium 
Available for training thanks to a day-care centre 
An integrated day-care project enables mothers to under-
go training and/or re-training while their children are looked 
after. This day-care project has been nominated for a prize 
by the Ministry for Social Assistance because of its coop-
eration with different services active in other fields. 
and on-the-job training. Here the enterprise has a central 
role to play'. Vocational training should be a priority included 
in the training plan of the enterprises and administrations. 
The CES opinion recommends the implementation of per-
sonalised guidance and follow-up measures with suitable 
arrangements for training (part-time or block) and the val-
idation of the training received. 
Finally, it is necessary to go further than the law of 1987 
and to think of developing collective bargaining. The legal 
obligation to negotiate would then be extended to cover 
the working and employment conditions of disabled peo-
ple in both industrial sectors and enterprises and in the pub-
lic sector. 
(') The preparation of this opinion and a report on the subject followed the 
Government referral dated 15 November 2002. 
L 'insertion professionnelle en milieu ordinaire des personnes en situation de 
handicap: Report presented by Marie-Claude Lasnier, Labour Section of the CES -
Economic and Social Council 
Journal Officiel: avis et rapports du Conseil économique et social, No 10-2003, 
June 2003, 145 p. (ISSN 0429-3841) 
ISBN 2-11-120560-5 
Available on Internet at: 
http://www.ces.fr/rapport/doclon/03052810.PDF ou http://www.ces.fr/rapport/ 
rapzip/03052810.zip 
(') The Agefiph administers the funds for the occupational integration of disabled 
persons. Created by the Law of 10 July 1987, it has the aim of promoting 
vocational training, access to employment and job security for disabled people by 
using the contributions of the enterprises. 
Additional information on Agefiph and its publications: 
http://www.agefiph.asso.fr/ 
Also read: 
- Handicap et formation: dossier, in: Actualité de la formation permanente, No 
185, July-August 2003 
Information in the journal 'Actualité de la formation permanente' on the Centre 
INFFO site: http://www.centre-inffo.fr/maq100901/produits/ouvrages/afp.htm 
- The fact sheet 'Formation des handicapés' on the Internet site of Centre INFFO, 
heading 'Dispositif de formation', sub-heading 'Droits et démarches': 
http://www.centre-inffo.fr/maq100901/dispositif/droits_demarches/ 
formation_handicapes.htm 
- La vie avec un handicap: rapport au Président de la République suivi des réponses 
des administrateurs et organismes intéressés I Cour des comptes. Paris: Direction 
des journaux officiels, 2003, 309 p. 
Document available at: 
http://www.ladocumentationfrancaise.fr/brp/notices/034000382.shtml 
Source: 
based on the article by Philippe Grandin, published in INFFO Flash, No 614, 15-31 
May 2003 
At Onki in Heusden-Zolder (province of Limbourg), children 
are looked after by a day-care service while their mothers 
undergo training at Agora (training centre), at the VDAB, 
at Stebo (an independent and innovative organisation which 
develops and implements projects which are socially very in-
novative). The scheme focuses on underprivileged areas in 
Limbourg. This initiative is very useful because, without this 
day-care centre, many mothers would not be able to go in 
for training. But this possibility of attending training is es-
sential in a municipality like Heusden-Zolder which has a 
large number of unskilled women jobseekers, mainly im-
migrants who now have the possibility of learning Dutch in 
order to find a job while their children are in good hands. 
This social concerted action to establish day-care centres was 
launched six years ago. The first stage: a small magazine dis-
tributed to all inhabitants which listed the whole range of 
possibilities of obtaining day-care services for children 
aged 0 to 12 years, from host families to playgrounds. In this 
local scheme all involved parties were invited to the negoti-
ations, i.e. day-care centres, schools, parents, the Public Cen-
tres for Social Aid (CPAS), the persons responsible for the 
playground initiatives. By getting together it was possible to 
get to know one another better, to discuss the problems and 
to find a solution. All the partners meet three times a year, 
but a working group meets every month. The partners are 
now looking for a means of providing facilities for adoles-
cents and for the Onki day-care centre - launched as an ex-
periment with the support of the European Commission and 
which could continue thanks to the concerted action. The 
plan is a simple day-care centre with a certain number of 
places where the children of persons attending training can 
be looked after. The day-care centre gets a subsidy of EUR 
18 000 every year. The Flemish Ministry for Social Aid be-
lieves that the establishment of this day-care centre is an im-
portant measure to overcome the compartmentalisation be-
tween the different day-care facilities and to encourage 
the different services to collaborate with one another. 
For more information: http://www.vdab.be 
Source: Gestion Média and VDAB library 
cedefopinfo 3/2003 17 
United Kingdom 
Mobile technology and learning 
Mobile phones are the most popular techno­
logical devices among the younger population 
and are considered by many to be an essen­
tial lifestyle accessory. Perhaps young people's 
enthusiasm for these technologies can be har­
nessed to encourage them to take part in life­
long learning in a way that fits with their lifestyles. 
Many young adults, particularly those who 
are unemployed or in low­skilled jobs, have 
poor literacy and numeracy and do not take 
part in learning after leaving school. For some, 
school was not an enjoyable experience and 
many are disillusioned with traditional edu­
cation. Others are unwilling, or unable, to 
travel to educational institutions. Using mo­
bile phones and other hand held devices, 
plus an informal or games­based approach, 
may be a way of motivating young people, 
making learning fun and encouraging par­
ticipation in lifelong learning. 
The m­learning project, supported by the EC 
Information Society Technologies (1ST) pro­
gramme, is carrying out research into mobile 
learning. The project involves commercial 
and research organisations in the UK, Italy 
and Sweden. The m­learning project aims to 
involve young people in enjoyable learning 
activities via mobile phones, and other hand­
held devices, and hopes to encourage some 
of them to progress to more substantial life­
long learning. The m­learning materials are 
designed to help learners to improve their 
literacy or numeracy and thereby to enhance 
their self­esteem and life changes. Learner 
research and prototype product trials, co­or­
dinated by the Learning and Skills Develop­
ment Agency (LSDA), start in autumn 2003 
involving learners in the three countries. 
The research activities within of the project in­
clude investigating the features and capabili­
ties offered by current and future mobile de­
vices and networks. For example, the project 
is assessing the potential of these devices as 
vehicles for delivering aspects of lifelong learn­
ing. Research also explores the behaviour and 
attitudes of young mobile phone users, how 
mobile learning can be blended with existing 
learner approaches and how mobile learners 
can be supported and encourages. 
Prototype learning materials are being de­
veloped and designed to be particularly at­
tractive to the target audience of younger 
learners, e.g. through learning themes fo­
cusing on football or music. 
Designers of mobile applications are currently 
exploring ways in which mobile phones and 
other palmtop devices can be used for learn­
ing. Examples include: 
• SMS or 'text' messaging ­ a very famil­
iar and popular method of interactive com­
munication via phones which is also very eco­
nomical in terms of screen space; 
• verbal and audio communications, in­
cluding verbal command recognition acti­
vating pre­recorded responses from a serv­
er, and delivery of recorded material; 
• voice­to­text and text­to­voice technolo­
gies, these also have potential for support­
ing literacy development and language learn­
ing as well as enabling people with eyesight 
or hearing difficulties to participate in mo­
bile learning activities; 
• mobile phones as two­way communica­
tions devices, in the normal way, but as part 
of a collaborative activity or game. 
The m­learning project is investigating how 
these technologies in the hands of these 
young people, now and in the near future, 
might be used to engage them in learning 
activities, start to change their attitudes to 
learning and thereby contribute to improv­
ing their skills, opportunities and lives. 
More information from: 
Jill Attewell, m­learning Programme Manager, Learning and 
Skills Development Agency (LSDA), Regent Arcade House, 
19­25 Argyll Street, London W1F 7LS 
E­mail: jattewell@lsda.org.uk ­ M­learning website: 
http://www.m­learning.org 
Tel. (44) 207 297 9000 
Source: QCA 
Vocational guidance E 
Finland 
Skills 9 competition supports 
adolescents' awareness 
and choice of occupations 
Finland 
Educational guidance and counselling evaluated 
Skills 9 is the most recent national com­
petition in education and training in 
Finland. Its main aim is to get adoles­
cents, who are about to finish their 
initial upper secondary vocational ed­
ucation and to make decisions about 
their future, acquainted with the va­
riety of existing occupations available 
and to encourage them to select vo­
cational training. One essential goal is 
to develop local cooperation between 
vocational schools, comprehensive 
schools and companies. Skills 9 is al­
so intended to become a new in­
strument in comprehensive school 
counsellors' toolkit. 
Skills 9 is a team game which offers 
positive experiences and information 
about occupations and vocational 
schools. In 2003, it is being organised 
for the third time. Participating teams 
have three members, both girls and 
boys. Every team completes many tasks, 
which are then evaluated. Evaluation 
criteria can be time, quality, numbers, 
etc. Team work and cooperation are 
evaluated every time and a team can­
not succeed without involving all its 
members. Learning and obtaining in­
formation by experience is the main 
theme in the arrangements. 
The competition structure is at three 
levels. There are local school games, 
regional games and national finals, 
which are held at the same time as the 
national skill competitions. The finals 
are large­scale events with music, speak­
ers and many other smaller happen­
ings. The best teams are rewarded with 
mopeds, CD players and mobile phones. 
All involved partners have given a pos­
itive evaluation of Skills 9 processes 
and its effects. For example, it dou­
bled the number of visitors during 
school open­door days and increased 
motivation both among school per­
sonnel and pupils. In schools that have 
already participated, pupils actively ask 
about the games and possibilities to 
participate in them. 
Skills 9 is carried out as a European 
Social Fund (ESF) project guided by a 
project management team with rep­
resentatives from technical and ele­
mentary school teachers, counsellors, 
educational administrative organisa­
tions and both employer and employee 
organisations. 
Skills 9 games are organised by Skills 
Finland. Skills Finland's mission is to 
promote vocational training with the 
aim of raising awareness of the im­
portance of skills development. It does 
this by organising national vocational 
competitions, developing and training 
young people and competition spe­
cialists and participating in international 
vocational competitions. Skills Fin­
land was established in 1993 with the 
backing of the Ministry of Education 
and the National Board of Education. 
In addition to organisations represent­
ing the educational sector, the cen­
tral employer and employee organisa­
tions and organisations representing 
professionals in training and education 
have also been involved in the work. 
More information: 
Skills Finland and Skills 9 at www.skillsfinland.com 
Contacts: 
Hannele Kökötti (hannele.kokotti@skillsfinland.com) 
or Esa Lähteenaro (esa.lahteenaro@scp.fi) 
Source: NBE 
Following the publication (') in autumn 2002 of 
an evaluation of educational guidance and coun­
selling in Finland, guidance has become central to 
education policy development. The National Board 
of Education has launched a project for educa­
tional guidance and counselling at all levels and 
forms of education. The aim of this project is to 
develop guidance and counselling services in dif­
ferent educational settings so that local plans for 
providing counselling in schools follow the new 
national curriculum guidelines. The other goal is 
to identify good guidance practices so that these 
could be implemented more widely. 
The 2001/2002 evaluation covered initial educa­
tion, general and vocational upper secondary ed­
ucation and transition from one level to another. 
Evaluation criteria were drawn from the goals de­
fined in curriculum guidelines, educational legisla­
tion and other documents that set targets for ed­
ucation and educational guidance and counselling. 
One reason for carrying out the evaluation was the 
many changes in the 1990s, which increased the 
flexibility of the school system and the scope for 
student choice, and thus stepped up demand for 
educational guidance and counselling. 
The survey was carried out by addressing some 
13 000 questionnaires and interviews to pupils/stu­
dents in general upper secondary education and 
vocational education and training, guidance/coun­
sellors, schools principals, education providers, 
provincial state offices and parents. The sample 
was statistically representative. 
The evaluation revealed serious shortcomings in ac­
cess to educational guidance and counselling. In vo­
cational upper secondary education and training, full­
time study counsellors were each responsible for, on 
average, 510 students. This means that the objective 
­ adequate and sufficient provision of personal guid­
ance and counselling for all students ­ cannot be 
achieved. In over one third of the vocational institu­
tions, the upper limit of 300 students per counsellor, 
was exceeded. Students reported difficulties in get­
ting appointments for individual guidance and near­
ly 43% of them considered that they had not been 
given enough guidance and counselling. 
As a result, of those who had started vocational ed­
ucation and training, only 15% believed that they 
had made the correct occupational choice, while 
30% were uncertain, and 55% said that the field 
they had chosen was not really what they wanted. 
Guidance and counselling in study skills in voca­
tional education and training also need to be im­
proved. 25% of students thought that they had 
not received any help with their learning, with set­
ting their study goals and developing their study 
methods. They found it particularly difficult to get 
help for learning difficulties and to obtain infor­
mation and guidance for further studies. 
Study counsellors lack training 
The qualification level of guidance counsellors is 
not adequate, even though there has been guid­
ance counsellor training for vocational institutions 
since the 1980s. Training is based on vocational 
teacher training and the majority (79%) of full­time 
study counsellors are qualified. However, of all those 
providing guidance and counselling (i.e. teachers 
and full­time counsellors), over a half lack formal 
qualifications. The situation is particularly worry­
ing among recently appointed study counsellors, 
of whom 80% were unqualified. 
In the survey, school heads rated the functioning 
of the guidance and counselling system consider­
ably higher than did students. This can be explained 
by insufficient monitoring and feedback systems 
in the institutions, which means that the inade­
quacies of educational guidance and counselling 
do not get the notice of either the school head 
or education decision­makers. 
(') Numminen, U., Jankko, T., Lyra­Katz, Α., Nyholm, Ν., Siniharju, M. 
& Svedlin, R.: Opinto­ohjauksen tila 2002. Opinto­ohjauksen arviointi 
perusopetuksessa, lukiossa ja ammatillisessa koulutuksessa. 
[Evaluation of Educational Guidance and Councelling in Finland] 
Arviointi 8/2002. Helsinki, Opetushallitus. For English summary, see: 
http://www.edu.fi/julkaisut/eng_opo_2003.pdf 
For further information: Marjatta Siniharju, National Board of 
Education 
P.O.Box 380 
FIN­00531 Helsinki 
Tel. (358­9) 7747 7208 
E­mail: marjatta.siniharju@oph.fi 
Source: NBE 
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Social partners E 
United Kingdom 
Building opportunities 
through workplace learning 
The Trade Union Congress (TUC) Learning 
Services received a grant of £2.25 million 
(EUR 3.30 million) from the European Union's 
Equal programmée) to develop and test 
new approaches to workplace learning. The 
objective is to support participation by those 
in the workforce who are not currently tak­
ing part in learning, particularly those with 
basic skill needs. The three year project start­
ed in May 2002. 
Slovakia 
No longer waiting for Godot 
Equal forms part of the EU strategy to cre­
ate more and better jobs and make sure that 
no one is denied access to these jobs. The 
project addresses the pillar of the European 
Employment Strategy, which promotes life­
long learning and inclusive work practices. 
A number of national studies published in 
2001, including a review of workforce learn­
ing carried out by the UK government and 
the TUC/Confederation of British Industries 
(CBI) productivity report, highlighted the 
need for new approaches. They also showed 
a direct relationship between investment in 
learning and competitiveness. The project 
aspires to play an important role in deliv­
ering agreed national priorities. 
The project's rationale is the need to ad­
dress two interlocking issues: 
• Significant numbers in the workforce 
have low levels of skills and are the least 
likely to take part in learning. There will be 
a particular focus on the barriers faced by 
women and minority groups. 
• Low skills, including poor basic skills, di­
rectly damage productivity and competi­
tiveness. 
Since May 2002, the TUC, Scottish Trade 
Union Congress (STUC), the national Learn­
ing and Skills Council (LSC), the Basic Skills 
Agency and the University for Industry 
(Ufiyiearndirect have worked together with­
in the Equal programme to develop a num­
ber of new products. These relate to systems 
and materials, including information and com­
munication technology (ICT), to support learn­
ing through work, widening participation, 
and developing progression routes through 
workplace learning. These initiatives are meant 
to empower the union, the learning repre­
sentatives (see box) and the learners them­
selves, thus achieving benefits in terms of 
earnings and job security for individuals and 
productivity returns for enterprises. 
Union learning representatives 
As of May 2003, union learning represen­
tatives have a statutory right to reasonable 
time off with pay to carry out their duties to 
promote the development of learning and 
skills in the workplace and to undergo train­
ing themselves for the job. Union learning 
representatives are in a position to know 
who is up for training at work and who per­
haps needs a little persuading before they 
sign up for learning. Union learning repre­
sentatives can also help their employers plug 
skill gaps in the workforce. 
The new rights for these learning special­
ists help to reinforce this role, boost their 
cedefopinfo 3/2003 
numbers (more than 4 500 union learn­
ing representatives have been trained to 
carry out these duties since 1998, mainly 
through the Government's union learning 
fund) and enable them to open up new 
learning opportunities to many thousands 
of workers who need them. By 2010, there 
could be as many as 22 000 in place help­
ing over 250 000 workers a year back into 
learning. 
Union learning representatives are particu­
larly effective in reaching low skilled work­
ers and those with basic skills needs in lit­
eracy and numeracy ­ these are the very 
people who so often miss out on existing 
opportunities for training and development. 
The sectors in which the models are be­
ing developed are print and graphics, trans­
port, retail, low­paid workers in local gov­
ernment and its suppliers, and hospitality 
and leisure. Each pilot is first being carried 
out in one region and then rolled out na­
tionally. Local partnerships have been brought 
together to run the pilots. 
The powerful partnership, the close fit with 
policy issues, an evaluation programme and 
research studies guarantee that this project 
will achieve considerable national impact. 
Partners in Germany and The Netherlands 
and the European Trade Union College 
(ETUCO), will also help to ensure the direct 
impact of the project on national and transna­
tional practice. 
(') http://europa.eu.int/comm/employment_social/equal/ 
index_en.html 
Further information about the project from: 
Mr Joe Fearnehough 
Tel. (44­151)236 76 78 
E­mail: jhearnerhough@tuc.org.uk 
More information on the UK Equal projects can be found at 
http://www.equal.ecotec.co.uk. 
For general information about the project partners see 
TUC ­ http://www.tuc.org.uk 
STUC ­ http://www.stuc.org.uk 
LSC ­ http://www.lsc.gov.uk 
Ufl/learndirect ­ http://www.ufiltd.co.uk/ 
Source: QCA 
The rapidly growing automotive indus­
try is tuning up vocational education 
and training 
Slovakia's economic performance heavily de­
pends on its automotive industry. And the 
sector is expanding, with production rates 
expected to triple by 2010. In June 2003 the 
cornerstone of a new plant was laid 50 kilo­
metres northeast of Bratislava. By 2006 it will 
provide direct employment for 3 500 people 
and indirectly over 6000 jobs with suppliers. 
Another giant investor from the automotive 
industry is expected to enter Slovakia soon. 
No use to keep complaining about insuffi­
cient education and training. Julius Hron, the 
Head of the Motor Vehicle Dealers and Ser­
vices Guild (MVDSG) invited all lhe key play­
ers to establish a steering committee and a 
special task force to redesign VET curricula 
from scratch. 
The first step was to draw up job and school 
leaver profiles, based on international ex­
perience. The guild provided funding for 
study visits to relevant countries, e.g. Ger­
many, France, the Czech Republic and Hun­
gary. According to a survey conducted by 
the guild, the Slovak automotive industry 
will by 2010 need at least 15 000 people (28 
000, if potential new investors implement 
their plans), who have attained at least ISC ED 
level 3. 
Curricula redesign started in October 2002 
in co­operation with the State Institute of 
VET (SIOV). The guild set the standards and 
more than 40 teachers were invited to re­
view the old curricula. In January 2003 a 
group of experts (teachers, representatives 
of the guild etc.) started to develop curric­
ula. In March 2003, the group completed its 
work. "We did it in a 'conclave manner', said 
Stanislav Pravda, responsible for education­
al issues within the MVDSG, "the group re­
mained locked up for three days until a re­
■ 
suit had been reached". Subsequently, the 
Ministry of Education approved the new cur­
ricula for ISCED level 3 in three occupation­
al areas ­ (auto/car electrician, vehicle body 
(re) finisher/vehicle painter and passenger 
car mechanic). 
The guild using a list of over 100 criteria, has 
selected 12, out of 124, vocational schools, 
spread all over the country. These will cre­
ate a special network aimed at meeting the 
labour requirements of the guild mem­
bers. The guild and the regional self­gov­
erning authorities will co­finance the equip­
ment of the schools, but also hope for ad­
ditional funding through European projects, 
which the guild has started to prepare. In 
one of these schools a training centre for ed­
ucators will be set up. New textbooks are 
being prepared and will be funded by either 
the Ministry of Education or the guild. 
These developments represent an important 
new departure in terms of co­operation be­
tween the education system and employers 
in Slovakia. The input by both sides into the 
development of curricula was substantial. In 
effect, a growing economic sector was faced 
with a gap between skill demand and sup­
ply and joint action has been taken to re­
move the mismatch. 
In other VET sectors, the traditional debate 
continues. The schools are unaware of the 
labour market needs within a changing econ­
omy and do not understand the employers' 
complaints. The employers think that schools 
are simply reluctant to change. And they are 
still waiting for Godot, although it is quite 
easy to embark on an alternative strategy. 
For further information please contact: 
Juraj Vantuch sno@netax.sk 
Stanislav Pravda zapsr@zapsr.sk 
Dagmar Hubacová siov@netax.sk 
Státny institut odborného vzdelávania (SIOV ­ State Institute 
of Vocational Education and Training) 
Bellova 54/a, 837 64 Bratislava 
Tel.(421)2 5477 6774 
Fax (421) 2 5477 6774 
http://www.siov.sk 
http://www.education.gov.sk/pro/siov_index.htm 
Automotive Industry Association of Slovakia 
http://www.zapsr.sk 
Source: National Observatory 
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Lithuania 
Chambers assessing qualifications 
The Chambers are in charge of the final 
examinations for students at vocation-
al schools. 
Since independence in 1990, in Lithuania it 
has been the responsibility of the state to 
regulate initial vocational education and 
training (VET) by setting qualification re-
quirements for different occupations. Cur-
riculum design has been delegated to the 
school level. Teachers design the programmes 
and external experts then evaluate them. 
This allows quality control of the input pa-
rameters. To ensure quality and compara-
bility of the learning output, students' qual-
ifications need to be assessed in a proper 
way. 
Previously, schools themselves conducted the 
assessment according to general regulations 
set by the Ministry of Education and Science. 
This system made it difficult to ensure the 
comparability of qualifications awarded. To 
ensure a more consistent approach, The Min-
istry of Education and Science decided to in-
volve the employers' organisations, and in 
1998 a reform was launched. The respon-
sibility to organise the final exams at VET 
schools was transferred to the two cham-
bers, the Chamber of Commerce, Industry 
and Crafts and the Chamber of Agriculture. 
In 2003 the modified exam system has been 
implemented throughout the country. 
A decree of the Ministry of Education and 
Science regulates the organisatiorkof the fi-
nal examinations for VET students. The de-
cree stipulates the responsibilities of the 
Chambers, which decide on the place and 
time for the examinations. They prepare and 
approve, in agreement with the vocational 
schools, the questions for the theory exam 
and the practical skills assignments. They al-
so approve the composition of the exam 
committees. In every school, a different 
exam committee is set up for each of the 
occupation-specific programmes. Each com-
mittee has three members, an employee rep-
resentative of the relevant occupation, a vo-
cational teacher and an employer in a re-
lated field. The employer representative, who 
chairs the committee, is selected by the 
Chambers, which also nominate the em-
ployee representative following agreement 
with the relevant trade union organisa-
tion. The vocational teacher is delegated by 
the school principal. The chambers organ-
ise the examinations and designate an ap-
peals committee. 
This new way of conducting assessment has 
made schools become more committed to 
meeting the qualification requirements set 
by the state and to pay more attention to 
labour market needs. The participation of 
all the interested parties - employers, em-
ployees and school representatives - in the 
process stimulates further development of 
the social dialogue. 
Within the labour market training system, 
first steps to transfer the responsibility for 
the final assessment to the Chambers have 
also been taken. The separation of respon-
sibilities for training and final assessment 
is to enhance the effectiveness and quality 
of vocational education and training. This 
should help develop a mechanism to recog-
nise and validate informally acquired com-
petencies. 
For further information, contact: 
Romualdas Pusvaskis 
Ministry of Education and Science 
A.Volano str.2/7, 
LT-2600 Vilnius 
E-mail: Romualdas.Pusvaskis@smm.lt 
Tel.(370)5 2743138; 
Fax (370) 5 261 2077 
Website: http://www.smm.lt 
Source: Ministry of Education and Science/National 
Observatory 
Internationalisation of vocational education ond training E 
Slovenia 
Leonardo as change agent? 
The Leonardo da Vinci programme is often re-
ferred to as a 'laboratory of innovation', where 
'innovation' is anything that has proven to be a 
useful development. So what is the innovative 
dimension of this programme in Slovenia? 
This has been one of the subjects of a national 
analysis and intermediate evaluation of the Socrates 
II and Leonardo II Programmes. The report cov-
ers the period 2000-2002 and was carried out 
by the Educational Institute in Ljubljana in 2003. 
Blurring boundaries between different institu-
tions and new forms of co-operation between 
enterprises and educational organisations has 
been one of the side effects in most of the Sloven-
ian Leonardo projects. Cooperating with partners 
from other countries has provided added value: 
the cultural differences in working methods and 
actions constitute a learning process and a con-
tribution towards internationalisation. 
The survey showed that internationalisation 
has become an integral part of everyday VET ac-
tivities in Slovenia, with the Leonardo da Vinci 
(LdV) programme as an important tool in this 
process. More than 70% of Slovenian partici-
pants experienced an immediate improvement 
in their occupational and intercultural skills 
and competences, their creativity and readiness 
to participate in new European projects. Over 
85% of participants gained additional profes-
sional self-confidence and social skills, and sub-
stantially improved their ability to acquire new 
knowledge and to work in teams as a result of 
their co-operation in international project envi-
ronments. 
All Slovenians who participated in mobility pro-
jects, improved their occupation-related language 
skills and gained self-confidence. About three 
quarters of the young people involved became 
acquainted with new methods and systems of 
working in different companies, while for over 
60% their training abroad opened up new em-
ployment possibilities. 
But have the Leonardo projects actually influ-
enced the contents and teaching methods of VET 
in Slovenia? Evaluating their impact and their sus-
tainability after only four years is not really pos-
sible. However, the impact will soon be visible, 
as over two thirds of all Slovenian participants 
believe that the projects also affect those staying 
at home. 
For further information, contact: 
Alenka Flander 
National Coordinator 
Leonardo da Vinci programme 
Center of the Republic of Slovenia for mobility and European 
educational and training programmes (CMEPIUS) 
Ob zeleznici 16 
1000 Ljubljana 
Slovenia 
http://www.cpi.si 
Tel. (386) 1 5864 236 
E-mail: alenka.flander@cpi.si 
Source: CMEPIUS/National Observatory 
Comparable vocation-
al training qualifications 
Continued from page 1 
Germany and France', stated 
Wolf-Michael Catenhusen, State 
Secretary in the Federal Ministry 
of Education, Training and Re-
search. Comparability of Ger-
man skilled worker qualifications 
and their French equivalents, the 
baccalauréats professionnels and 
brevets professionnels, was com-
mensurate with rapidly chang-
ing occupational profiles, said 
Catenhusen. He also pointed 
out that the comparability of 
qualifications strengthens the 
confidence of firms in the qual-
ity of the vocational training 
of the neighbouring country, 
thus increasing the motivation 
for employers to take on em-
ployees from across the Rhine. 
Source: BMBF 
Germany 
UNEVOC now firmly established in Bonn, centre co-funded by the federal government 
A national ordinance adopted by the fed-
eral cabinet on 6 August 2003 has firmly 
established the seat of the International 
Centre for Technical and Vocational Edu-
cation and Training (UNEVOC) of the Unit-
ed Nations Educational, Scientific and Cul-
tural Organisation (UNESCO) in Bonn. 
UNEVOC is allocated an annual funding of 
EUR 200 000 from the budget of the Fed-
eral Ministry of Education, Training and Re-
search (BMBF). With this it should establish 
a worldwide vocational education and train-
ing network. 
UNEVOC is to compile and disseminate ma-
terial on the development of vocational 
education and training and act in an ad-
visory capacity. Alongside BMBF funding, 
the UNESCO Centre is also supported by 
the Federal Ministry of Economic Cooper-
ation and Development for the imple-
mentation of projects in developing coun-
tries. 
UNESCO's International Centre has been op-
erational since the end of 2000. Its staff is 
now being gradually expanded to some 
20 employees. UNEVOC is one of the twelve 
UN agencies on the UN campus in Bonn. 
Over 200 UNESCO vocational education and 
training agencies worldwide are UNEVOC 
partners. 
Further information at www.unevoc.unesco.org. 
Source: BMBF 
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